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Abstract:
Conflict in organizations is increasing as the result of workforce diversity and the
problems associated with the distribution of economic and social gains. Individual
differences in perception, value, emotion, are among the factors that give rise to
conflict. To achieve industrial reconciliation, organizations try to manage conflict
through the techniques of negotiation, relationship, as well as co-operation. Conflict
management mainly involves handling difficult people and tense situations with
diplomacy and empathy. The ability to spot potential conflict and then bringing
disagreements into the open for discussion, and helping to de-escalate disagreements
provide the basis for a win-win conflict resolution. The study was conducted through
the empirical research design involving 93 participants knowledgeable in the areas of
interest. Data were generated through primary and secondary sources and the result of
the analysis showed strong positive relationship between industrial reconciliation and
conflict management. Because of limitations in terms of time and lack of current
relevant literature in the areas of interest, further study should explore the relationship
between organizational structure and conflict as a way of finding solution to frequent
cases of conflict in organizations. Based on the result of the study, it was
recommended that negotiation should always be tactful so as to ensure a win-win
conflict resolution.
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1. Introduction
Conflict relates to a process where one party perceives that its interests are being

threatened or negatively impaired by another party. Conflict is essentially a situation
of disagreement between two or more parties over a common issue. This may involve
individuals, such as boss and subordinate, or it may be groups like management and
union. Conflicts arise from unresolved grievances of individuals or group of workers
against other individuals or the management in an organization. Conflict is inevitable
in human or industrial relations and in all organizations because organizations
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function by means of adjustments,compromises and collaborations over competitive
factors in their structure and membership. These factors produce different kinds of
conflict such as horizontal conflict between functions, departments and different
levels in the organizational hierarchy. These perspectives give rise to functional
conflict, which is a healthy, constructive disagreement between two or more parties,
and dysfunctional conflict which is an unhealthy, destructive disagreement between
two or more parties in a conflict situation. These scenarios make conflict management
inevitable as a tool for industrial reconciliation. This is imperative because conflict
management is integral to employee and shareholder satisfaction, quality performance
as well as industrial reconciliation and sustainability [1]. Hellriegel, et al, [2] osit that
conflict management consists of diagnostic processes, interpersonal styles, negotiation
strategies, and other interventions that are designed to avoid unnecessary
disagreement and reduce or resolve excessive disagreement. They emphasize that the
ability to understand and correctly diagnose conflict is essential toward its
management. The conflict management process brings the problems to the open for
possible discussion and solution. It gives insight into other people’s behaviour and
enables better appreciation of their interests, backgrounds, values and views. Also, it
provides opportunities for superior interpersonal relationship in the organization and
paves the way for industrial reconciliation. Industrial reconciliation brings industrial
peace, harmony, employee, and shareholder satisfaction and performance. Resolving
conflict by the sheer exercise of power (win-lose) situation will only lead to escalate
the conflict, and also resolving conflict by mere compromise may lead to both parties
being dissatisfied (lose-lose) situation. This reinforces the need for a better approach
to conflict management that would reflect a situation where parties to a conflict try to
arrive at an agreement through the process of negotiation. Nelson and Quick [3] state
that conflict management skills are major predictors of managerial success, and that
negotiation is a cooperative human process. They insist that in a conflict situation in
the workplace, negotiation takes the centre stage to achieve industrial peace.
Negotiation between companies, groups or individuals normally occurs because one
has something the other wants and is willing to bargain to get it in exchange for
industrial peace. In conflict management the place of negotiation cannot be
overemphasized because where the parties to a conflict have approximately equal
levels of power during negotiation, try to come up with a solution acceptable to
themselves by considering various alternative ways to allocate resources to each other.
This is also a viable form of worker participation in decision-making that lays the
basic foundation for industrial democracy and reconciliation [4,5]. Management
usually thinking of the need for its unfettered responsibility to manage is almost
always reluctant to yield to labour pressure, even when there is a just cause. Such
situations make the art or science of conflict management a delicate one; requiring
deep understanding of the psychological perspectives of the parties and the
employment of creativity. Perhaps, because of the underlying psychological
perspectives in conflict situations, [3] emphasize that conflict management skills may
be more a reflection of emotional intelligence than of intelligence quotient. They
explain that people who lack emotional intelligence, especially empathy, or the ability
to view life from another person’s perspective are more likely to be causes of conflict
rather than managers of conflict. They insist that it seems to be valid across cultures,
and that emotional intelligence is common among successful people not only in North
America, but also in Nigeria, India, Argentina, and France. By these analyses,
emotional intelligence becomes a powerful tool to lead management and labour away
from the stage of cantankerous conflict to the El-dorado of industrial reconciliation.
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Conflict management is a unique phenomenon because in any crisis or conflict
situation, whether in politics, government or business efforts are always made to
reconcile aggrieved parties to enhance the potentials of success [6].

1.1. Research Problem
Conflict is common in human organizations often due to problems associated with

the distribution of scarce economic and other resources. Conflicts also arise in
organizations as the result of challenges related to poor internal communications,
motivation, lack of recognition for the dignity of labour as well as poor conditions of
employment. At a more general level,structural organizational conflict manifests
when one party in the employment arrangement attempts to change either the
structure of bargaining or contents of the negotiable or non-negotiable items. For
example, in 1984, the Employers’ Association Intervened in the banking industry and
in Nigeria sought a change in the bargaining structure such that certain issues relating
to luncheon vouchers, gratuity and transportation, which had been negotiated at
company level, would be moved to the multi-employer bargaining level. Other types
of conflict that jeopardize industrial peace and which beg for conflict management
include interpersonal and personal sources of conflict as well as procedural sources of
conflict. On one hand, interpersonal and personal sources of conflict comprise
attitudes and value system of individual negotiators or officials on both sides of the
conflict, and very often such conflicts are erroneously taken as legitimate problems of
industrial relations. On the other hand, procedural sources of conflict comprise the
attitudes of the parties at negotiations which are related to or influenced by what they
consider to be at stake during negotiations. Other problems associated with conflict
management arise from such sources as poor grievance and disciplinary handling
procedures, inability of both labour and management to properly interpret collective
agreements, and/or violation of collective agreements.These short comings or
inadequacies which should be resolved through negotiationsoften fail and stay
prolonged due to lack of proper communications, poor negotiation skills, listening
skills, tact, creativity, empathy, psychological presence of the mind, among other
critical skills necessary to build mutual trust and promote the spirit of collaboration
and industrial reconciliation. Failure at conflict management often leads to loses to
both parties to the conflict and should be avoided for performance [7]. The essence of
conflict management rests on the fact that employees and organizations need each
other and are therefore, interdependent. Often, employees and organizations have
some values that conflict like, ego versus control, self-actualization versus division of
labour, and freedom versus efficiency. These are among the principal challenges in
conflict management that require careful attention.

1.2. Research Objective
This study was designed to investigate the relationship between conflict

management and industrial reconciliation.

1.3. Research Questions
a. Is internal communications necessary in conflict management?
b. Can negotiation lead to conflict resolution and industrial reconciliation?
c. Does empathy influence conflict management and industrial peace?
d. Do you think diplomacy is a necessary tool in conflict management?
e. Can emotional intelligence lead to good conflict management processes?
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1.4. Hypothesis
To achieve the objective of this study the following hypothesis was formulated and

tested at 0.05 level of significance.

Ho: There is no relationship between conflict management and industrial
reconciliation.

Hi: There is a relationship between conflict management and industrial
reconciliation.

1.5. Research Significance
The study highlights the major factors in conflict management as tool for industrial

reconciliation. Students and researchers will benefit from the result of this study in
this era of knowledge-workers and continuous negotiation between labour and
management for better distribution of economic and social gains.

1.6. Conceptual Framework
A conceptual framework is the structure of the study reflecting the main variables

and also it describes their relationship with regard to the research problem. This is
usually expressed in a diagrammatic model.Conceptual models are effective research
tools and they are critical to theory building [8,9]. Figure 1 showed the model of the
present investigation.

Figure 1. Conflict Management And Industrial Reconciliation Model.

In any conflict situation negotiation is inevitable where the parties to the conflict are
ready to achieve beneficial agreement for themselves. In the circumstance, there is
always the need for the parties to listen carefully to each other so as to understand the
divergent views in order to reach an agreement. The skills of listening and
empathizing are critical to negotiation and make provision for a better understanding
of how the other party feels. Also, other skills in negotiation and conflict management
would include tact and flexibility. According to Goleman [10] being tactful in a
negotiation minimizes hostility and prepares the ground for a win-win agreement.
Negotiation takes place when two parties meet to reach an agreement, and this is often
when they are keen to make necessary allowances to accommodate the interests of the
parties involved, because the aim of any meaningful negotiation is to achieve a win-
win position rather than a win-lose status. Implicit in this involves the capacity to
define objectives and also the ability to explore the possibility of viable options to
successfully manage a particular conflict situation. Achieving peaceful relationship or
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peaceful co-existence is important in industrial reconciliation. In this case, people are
encouraged to work happily together in a group with one another. There will be
maximum amount of information, widespread contact and exchange of views, and
also people interact and move freely between groups. The skill of compromise in
conflict management involves splitting the differences by negotiation or bargaining
power. This approach assumes that there is no right or best answer to the conflict.
Another magic wand in conflict management is solving the problem or problem-
solving technique. This reflects the joint development of solutions to the problems and
the sharing of responsibility so that the solution works out successfully. This can be
regarded clearly as the preferred approach. The approach emphasizes the important
need to find a common genuine solution to the conflict rather than merely
accommodating different points of view. The problem-solving approach in conflict
management works best where the parties have necessary incentives to resolve the
conflict, equal power is established between the parties, and equal time is allocated for
differentiation phase when the aim is to identify common ground. Also, conditions
must be created to encourage openness, and mutual understanding is increased
through trust and effective internal communications. In this context, stress and tension
in the situation, as far as is possible, must be kept at the lowest minimum. As in this
conceptual model, where purposeful negotiation is employed, and given a situation of
peaceful co-existence, the spirit of compromise and problem-solving, trustis
established between and among the parties to a conflict for industrial democracy and
reconciliation [11]. Building trust is necessary in conflict management not only
because it is a reflection of the level of emotional intelligence in negotiation, but it
also enhances confidence in the parties to the conflict. According to Cherniss [12]
trustworthiness translates into letting others know one’s values and principles,
intentions and feelings, and acting in ways that are consistent with them [13]. This
emphasizes the reason that major models of labour-management relations aim at
protecting stakeholder’s interests and increasing industrial peace and performance
[14]. For example, The Fombrun, Tichy, and Devanna Model of labour-management
relations aims at protecting stakeholders’ interests and increasing organizational
performance, while The Harvard Model of labour-management relations emphasizes
the interrelatedness of stakeholders’ interests and performance [15]. By implication,
these models emphasize the need for conflict management and trust as necessary
journey toward a utopian industrial paradise. The conceptual emphasis of the present
study on negotiation, relationship, compromise and problem-solving is not in a
vacuum. For example, according to Ukeje, et al [16] contemporary research on
industrial relations emphasizes the important need to place greater focus on the
principles that will enhance and sustain employee responsibility, harmonious
employer-employee relations, and practices, and leadership influence that will
motivate their actions in the workplace to achieve organizational reconciliation and
success [17]. Also, the universal practice has often been that parties to a disagreement
always engage in negotiation for a solution [18].

2. Literature Review
Conflict in human organizations can arise from one of several ways including when

there is change, because it may be seen as a threat to be challenged or resisted,
frustration, which may produce aggressive reaction, like fight rather than flight, clash
of values, and different priorities, among others. For example, management’s priority
may be to add value, make more profit out of less resource, and if this involves
weeding out some people from the organization, it can lead to conflict. In managing,
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of all the skills that a manager or leader needs, none is more important than the skill
for managing the conflict that inevitably arises in any organization. Among the major
causes of organizational conflict include: communication breakdowns, personality
clashes, role clashes,inter-role clashes, power and status differences, goal
discrepancies, disputed authority boundaries and allocation of resources. Kaliski [19]
opines that there is a widely accepted model for conflict management, and the model
is two-dimensional. On one side is the dimension of assertiveness. This connotes that
effective leadership style is important to meet the challenges of a specific situation.
An assertive style is critical to resolve a conflict so that time is not unnecessarily
wasted in a long negotiation process. On the other opposite dimension, when harmony
is crucial a collaborative and co-operative approach to conflict management becomes
very necessary. According to him, this model for conflict management supports the
notion of contingency leadership style in management theory. The contingency
approach calls for using management techniques in an appropriate manner, instead of
trying to rely on one best way [20]. There are various levels of conflict and no matter
the form a conflict takes, the essence of conflict is incompatibility. However,
specifically, Jones and George [21] describe organizational conflict as the discord that
arises when the goals, interests or values of different individuals or groups are
incompatible and those individuals or groups block or thwart each other’s attempts to
achieve their objectives. When such situation arises, as it often does, conflict
management becomes inevitable to achieve industrial peace. There is huge literature
on conflict, types of conflict, sources of conflict among others, but importantly
because not all conflict is bad, organizations,often try to resolve their conflict
situations in a functional manner. Thus, the key to conflict management is to stimulate
functional conflict and prevent or resolve dysfunctional conflict. According to Nelson
and Quick [3] it is usually difficult to distinguish between dysfunctional and
functional conflicts. However, the consequences of conflict can be positive or
negative. They opine that the positive consequences include: bringing up new ideas
and creativity in problem-solving, while the negative consequences involve diverting
energy away from work and threatening psychological well-being as well as the waste
of resources. Thus, if an organization is to achieve its objective it must be able to
resolve conflicts amicably; using different techniques. Among the major techniques
for conflict management include: (a) negotiation (b) compromise, (c) relationship (d)
co-operationand (e) emotional intelligence [22,23].

2.1. Negotiation
Conflict management involves bringing disagreements into the open, and helping to

de-escalate such burning issues. It is all about encouraging genuine debate and open
discussion, and also the orchestration of win-win solutions. Goleman [10] opines that
good listening is important in conflict management otherwise, if people are so busy
and overwhelmed with other activities their listening capacities dwindle to zero, and
so they make imperious demands. Therefore, taking necessary steps to be calm,
listening and empathizing with the perspectives of each person in the conflict arena,
and being tactful promotes the spirit of trustas a necessary step in conflict resolution.
According to him, the ability to read the feelings of the opposition during a
negotiation is crucial to success. Negotiation involves some psychological
perspectives, because parties involved can become emotional and then the issue
becomes not just what is said, but how the parties to the conflict understand, think and
feel about them that matter in the situation. Consequently, for success, it is essential,
first, to realize the emotionally charged nature of any negotiation. He explains that the
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best negotiators can sense which points that matter most to the other party and
gracefully concede there, while pressing for concession in points that do not carry
such emotional weight. Skill at negotiation is essential for excellence in organizations,
and everyone who works in an organization needs these abilities to enable them
resolve conflict and head off trouble which is vital to success. Generally, and in a
sense, a negotiation can be seen as an exercise in joint problem-solving since the
conflict belongs to both parties. The reason for negotiation is that each side has its
own competing interests and perspectives and wants to convince the other to
capitulate to its wishes. However, the very act of agreeing to negotiate acknowledges
that the problem is a shared one and that there may be a mutually satisfying solution
available. Therefore, negotiation is a co-operative exercise and not just a competitive
one. He further opines that psychologists specializing in negotiation state that the
process of negotiation itself restores co-operation between the conflicting parties, and
solving their problems together also transforms their relationship. This level of
empathy makes each side better able to influence the other to their own benefit, by
being responsive to the other’s needs, so as to find ways in which both parties can win.
As a means of achieving industrial reconciliation, negotiation is an accurate barometer
for promoting long-term relationship. It is a powerful tool for a magnanimous spirit
and a winning strategy, based on the need for a long-term reconciliation and the spirit
of co-operation. To achieve industrial reconciliation, successful negotiation also
requires a dosage of the spirit of service, compassion, justice, fairness, peace, patience,
humility and thankfulness [24,25].

2.2. Compromise
Functional conflict resolution means that the conflict is resolved by compromise or

collaboration between the parties. According to Jones and George [21] compromise is
possible when each party is concerned about its own goal accomplishment and the
goal accomplishment of the other party and is willing to engage in a give-and-take
exchange and to make concessions until a reasonable resolution of the conflict is
reached. According to Fashoyin [4] this is characterized by the willingness and
acceptance by both parties to tolerate each other and to conciliate whenever necessary.

2.3. Relationship
Jones and George [21] explain that this is a way of handling conflict in which the

parties try to satisfy their objectives without making any concessions and instead
come up with a way to resolve their differences that leave them both better off.
According to Goleman [10] in business and in the quest for success, collaboration or
relationship building is needed if a great idea is to become the seed of a great business.

2.4. Co-Operation
This is the situation when the parties to a conflict are willing to co-operate with

each other and through compromise or collaboration devise a solution that each finds
acceptable, in which case the organization is more likely to achieve its goals. It is
emphasized that conflict management strategies that management can use to ensure
that conflicts are resolved in a functional manner focus on individuals and on the
organization as a whole. For example, this supports the suggestion of Cherniss [12]
that relationship between organizational members and the organization is crucial for
organizational effectiveness. He postulates that any effort to improve the emotional
intelligence of organizational members will ultimately fail unless it affects naturally
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occurring relationships among those members in intergroup and interpersonal
relationship and the organization as a whole. This means that harmonizing
collaboration and or co-operation between stakeholders and the organization is an
effective conflict management mechanism and the key to industrial harmony [26,27].

2.5. Emotional Intelligence
In industrial relations, it is emphasized that participative leadership approach devoid

of any kinds of discriminations or restrictions on the basis of race, gender culture and
religion but rather co-operative labour-management relations ensures effective and
efficient performance in institutions. This ensures the proper utilization of the
workforce in a manner that aims at achieving industrial or institutional objectives.
Unless one wants to believe in a utopian situation where all interests are compatible,
one must admit that conflicts are usually accompanied by deliberate behaviours
characterized by interference and blockages. Even though conflict is the antithesis of
co-operation, behavioural scientists recommend the philosophy of acceptance, as a
conflict management strategy. From the conceptual, contextual and theoretical
perspectives, it is plausible to explain that negotiation, compromise, collaboration,
relationship, problem-solving, trust and co-operation are stills in emotional
intelligence. Therefore, as a dispositional variable, emotional intelligence can be the
catalyst in conflict management and industrial reconciliation. For example, according
to Nelson and Quick [3] emotional intelligence relates to the ability to manage
conflict. It is the power to control one’s emotions and to perceive emotions in others;
adapt to change, and change management [28,29,30]. According to Anyafo [31]
conflict management is a building block and force for organizational productivity. It is
a technique for teaming and co-operation. Co-operation promotes teamwork and
where people in a group work or participates simultaneously together to resolve their
problems. Co-operation is thus, a powerful instrument of conflict resolution.
According to De Silva [32] conflict management is designed to create peaceful,
healthy and co-operative atmosphere between labour and management. It tries to
reduce the problems of turnover, absenteeism, dissatisfaction, complaint, grievances,
strikes and multiple labour demands, and also sets the machineries for negotiation and
joint consultation to achieve industrial reconciliation [33,34,35].

3. Research Methodology
The empirical research design was adopted for the study, using a 5-point Likert

questionnaire type based on Mathews and Shepherd [36] scale, for data collection.
Data were collected through primary and secondary sources. Empirical research
involves identifying the factors to be studied, gathering the relevant data, analyzing
them and drawing conclusions from the result of data analysis. This could involve
simple qualitative analysis of the data, or it could be more complex, using a
hypothetic-deductive method. However, in qualitative analysis, responses to research
questions are obtained and meaningfully classified, and certain conclusions are made
[37]. Abebrese and Smith [38] suggest that the strength of qualitative technique lies
in its capacity to provide insights with details and thick descriptions. They emphasize
that richness is provided by paying close attention to both concept, context, and
process [39]. The population of the study comprised of all the universities in Nigeria,
and the sample was selected from among thelecturers using the purposive technique.
The sample size of 93 was determined through the sample ratio concept [40]. Data
were analyzed through descriptive and regression statistical methods. The Ordinary
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Least Square (OLS) technique was adopted in the regression analysis. The OLS is a
method used to estimate the unknown parameter in a linear regression model with the
goal of minimizing the differences between observed variances in a dataset. The
method was not chosen because of its simplicity, but also due to its unique properties
of linearity, efficiency, sufficiency, least variances, and unbiasedness. The F-test and
t-test were used to determine the overall adequacy of the regression model using E-
View Statistical Package.

3.1. Model Specification
Model specification is the expression of a relationship into precise mathematical

form. According to Koutsoyiannis [41] economic theory does not indicate the
functional form of any relationship. This means that economic theory does not state
whether a relationship will be expressed in linear form, quadratic form, or in a cubic
form. On the basis of these, it was decided to specify the relationship between
Industrial Reconciliation (IR) and Conflict Management (CM) as:

IR = b0 + b1, NEG, + b2, RLP1, + b3, COP, + b4PBS, + t, + u

Where:

IR = Industrial Reconciliation
NEG = Negotiation
RLP = Relationship
COP = Compromise
PBS = Problem-solving
b0 = Constant term
b1,b2,b3,b4 = Coefficient attached to explanatory variables
t = Time period
u = Stochastic error term.

4. Presentation of Result

4.1. Discussion
Conflict is common in organizations and it is caused by issues like structure,

common resources, differences in skills, values, emotions among others. Conflict
which refers to a process, in which one party perceives that its interests are being
opposed or negatively affected by another party can generally, be seen as functional
or dysfunctional. While the former denotes positive outcomes the later is destructive.
To achieve industrial reconciliation conflict can be managed using different strategies
including: negotiation, relationship, compromise, problem-solving, emotional
intelligence among others. To obtain necessary input for the study 93 individuals as in
Table 1,composed of 40 females and 53 males ranging in age between 18 to 70 years
from the university system were selected. The choice of the participants was based on
the fact that the Academic Staff Union of Universities (ASUU) is often in conflict
with management and involved in negotiations [42]. Therefore, the participants were
knowledgeable in the areas of interest. They held different academic qualifications
such as diplomas and degrees, with industrial work experiences of between 5 to 35
years, and falling within the low, middle and high income levels. As in the analysis of
their responses in table 2 column 1 they accepted at 3.78 points that negotiation is
necessary in conflict management. This supports the report of Fashoyin [4] that
negotiation is a unique conflict management technique. As in table 2 column 2 the
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respondents did not accept at 2.48 points that peaceful relationship does not matter in
conflict management. This supports the finding of Jones and George [21] that
collaboration or peaceful co-existence is a way of managing conflict in which the
parties to a conflict try to satisfy their goals without making any concessions instead
come up with a way to resolve their differences that leaves them better off. As agreed
in table 2 column 3 compromise as a conflict management strategy involves co-
operation with each other. It was accepted at 3.86 points in table 2 column 4 that
problem-solving is an important conflict management mechanism. This response
agrees with Goleman [10] that problem-solving skill is crucial in conflict management.
This approach emphasizes the need to find a genuine solution to the problem, rather
than just accommodating divergent view points. As in Table 2 column 5 and at 2.37
points the participants rejected that emotional intelligence does not matter in conflict
management. This also lends credence to the report of Hayward [13] that emotional
intelligence is essential in relationship management. The regression analysis in Table
3 was used to establish the relationship between the variables of the study. In
regression analysis, there is an important measure R2, which measures the goodness-
of-fit of the regression model. By this, it calculates the percentage of variation in the
dependent variable accounted for by the independent variable(s). The possible values
of R2 range from 0 to 1.00. The closer R2 is to 1, the greater the percentage of the
explained variation. A high value of R2 of about .80 or more would indicate that the
independent variable is a good predictor of values of the dependent variable of interest.
A low value of about .25 or less would indicate a poor predictor, and a value
between .25 and .80 would indicate a moderate predictor. Therefore, in this original
investigation, the R2 value of 0.85 showed a strong positive relationship between the
variables of interest. The adjusted R2 value of .81 showed that the goodness-of-fit test
of the model of the study is also very good. The value of Durbin-Watson is 1.7 that
lies within the range between 1.5 and 2.5. In view of this, it can be stated that there is
no autocorrelation among the independent variables of interest. In the circumstance
therefore, Ho: was rejected and Hi: accepted to agree that there is strong positive
relationship between conflict management and industrial reconciliation. This new
result agrees with Goleman [10] that conflict management is a catalyst for industrial
harmony. This is the objective of the study.

Table 1. Profile of Respondents (n=93).

S/N Description Category Total Percentage

1 Sex a) Female
b) Male

40
53

43.01
56.99

2 Education
a) Diplomas
b) Degrees
c) Others

20
52
21

21.51
55.91
22.58

3 Age a) 18 – 35 years
b) 36 – 70 years

55
38

59.14
40.86

4 Experience
a) 5 -10 years
b) 11 – 20 years
c) 21 – 35 years

25
30
38

26.88
32.26
40.86

5 Status
a) Low
b) Middle
c) High

15
36
43

16.13
37.63
46.24

Table 2. Frequency and Mean for Responses to Research Questions.

S/N Restatement of Scores Ʃx - X Decision rule
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Research Questions
n -

@ 3 pointsSA A N D SD
5 4 3 2 1

1
Negotiation is

important in conflict
management

40 30 2 5 16 352 93 3.78 Accepted

2
Peaceful relationship
does not matter in

conflict management
18 15 1 19 40 231 93 2.48 Rejected

3
Compromise promotes
team spirit on conflict

management
42 28 3 2 18 353 93 3.80 Accepted

4
Problem-solving is one
of the best conflict
management strategy

50 20 1 4 18 359 93 3.86 Accepted

5
Emotional intelligence
has no positive effect in
conflict management

20 10 4 9 50 220 93 2.37 Rejected

Table 3. Regression Analysis.

Variables Coefficient Std. Error t-Statistic Prob.
C

NEG
RLP
COP
PBS

3.682175
0.079670
0.002580
-0.008825
0.181940

0.035878
0.054260
0.001285
0.010658
0.006176

65.33849
0.943340
2.130478
-1.164230
21.53412

0.0000
0.3640
0.3150
0.5047
0.0000

R-squared
Adj. R-squared
S.E. of regression
Sun squared resid
Log likelihood
F-Statistic

Prob (F-statistic)

0.854581
0.812649
2.605346
185.6380
-81.25052
10.12360
0.00000

Mean dependent var 12.43776
S.D. dependent var 5.651082
Akaike info criterion 4.678775
Schwarz criterion 6.891015
Hannan-Quinn criterion 5.814420

Durbin-Watson Stat 1.695970

4.2. Scope For Further Study
Further study should examine the relationship between Industrial Reconciliation

and Profitability as a way of improving on the constant labour management problems.

4.3. Recommendations
a. Negotiations should always be tactful so as to develop the spirit of achieving a

win-win balance.

b. Peaceful co-existence must be employed as a conflict resolution strategy for
industrial reconciliation without unnecessary concessions.

c. Not all conflicts are destructive, therefore, resolution must be done in such a
way as to encourage the acceptance of superior argument to minimize a win-lose
status.

d. Organizations must put in place necessary frameworks in terms of structures to
minimize organizational conflict in terms of authority and responsibility boundaries.
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e. Management should always try to use open communications as a conflict
management technique to ensure that members of the organization understand their
duties and responsibilities and to minimize dysfunctional conflict.

5. Conclusion
Because of human nature and behaviour conflict is common in organizations. In

order to reduce its occurrence and achieve industrial reconciliation strategies such as
negotiation, problem-solving, collaboration are important in conflict management.
Managing conflict is crucial because any organization in a state of crisis cannot
achieve its objectives of profitability and sustainability. The need for conflict
management is increasingly high today due to the ever-increasing disparities in
distributing economic, social and even political gains in the competitive global
environment. 93 individuals participated in the study conducted through the empirical
research design. Data for the study was analyzed through descriptive and regression
statistical techniques and the result showed strong positive relationship between
conflict management and industrial reconciliation. This is the import of the study.
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