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Abstract 
 

Organizations in Nigeria operate in a turbulent socio-economic environment 
marked by ethnic plurality, volatile labour relations, weak institutions, infrastructural 
deficits and intense competition for scarce resources. Such conditions make 
conflict a near permanent feature of organizational life, and the way in which such 
conflict is managed has become a critical determinant of whether enterprises 
survive, stagnate or fail. Conflict Resolution and Organizational Sustainability in 
Nigeria: The study adopts a conceptual and systematic narrative review approach 
by integrating classical and contemporary literature on organizational conflict, 
conflict resolution strategies and the multidimensional construct of organizational 
sustainability, and contextualizing this integration within the peculiarities of the 
Nigerian business environment. Building on conflict theory, the dual-concern 
model, systems theory and stakeholder theory, the paper proposes an integrative 
conceptual framework and a set of testable propositions connecting integrative 
(collaborative) conflict resolution strategies to the economic, social, environmental 
and institutional dimensions of sustainability. The review shows that destructive, 
avoidance-oriented conflict-handling strategies erode trust, depress productivity, 
accelerate staff turnover and damage organizational legitimacy, while constructive, 
dialogue-based and institutionalized conflict-handling mechanisms enhance 
innovation, employee commitment, stakeholder confidence and long-term viability. 
The paper concludes that conflict resolution is not a peripheral administrative task, 
but a strategic capability central to organizational sustainability in Nigeria. Among 
other measures, it recommends institutionalization of structured grievance and 
alternative dispute resolution systems; capacity building in conflict-management 
competencies for managers; strengthening of collective bargaining frameworks; 
and embedding of conflict sensitivity within corporate governance and sustainability 
strategy . 
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dispute resolution, stakeholder management, Nigeria. 
 

https://garp.org.ng/gijbms 

 

mailto:omosuyi.edomwonyi@iuokada.edu.ng
mailto:imuetiyan.ugiagbe@iuokada.edu.ng
https://garp.org.ng/gijbms


Omosuyi, E. & Imuetinyan, U. (2026)           EISSN 1595-5613      

GARP INTERNATIONAL JOURNAL OF BUS & MGT SCIENCE Vol. 1, ISSUE 2 2026        EISSN: 1595-5613 

 
 
 

Introduction 
 

Conflict is a normal and recurring feature of human 
interaction. The organization, as a purposeful 
collection of individuals with collective and 
sometimes competing goals, is one of its most 
fertile grounds. People working together disagree 
because of differences in interests, perceptions, 
values, claims on resources and personalities 
(Pondy, 1967; Rahim, 2002). The traditional view 
that conflict is inherently dysfunctional and must be 
suppressed has long been replaced by a 
contemporary, interactionist view that conflict is 
natural, sometimes necessary, and that its 
consequences depend largely on how it is 
managed (Robbins & Judge, 2019). The relevant 
managerial question is not how to eliminate 
conflict, but how to resolve it in ways that preserve 
relationships, stimulate constructive change and 
protect the long-term viability of the enterprise. 
 

Organizational sustainability has emerged as one 
of the key concerns of contemporary management 
scholarship. Beyond the narrow accounting notion 
of a firm being a going concern, sustainability is 
now seen as the ability of an organization to 
generate and sustain value in economic, social, 
environmental and institutional dimensions over 
the long term (Elkington, 1997; Dyllick & Hockerts, 
2002). A sustainable organization is one that can 
continue to attract and retain able people, satisfy 
stakeholders, adapt to environmental turbulence, 
and renew itself without impairing the resources 
and goodwill on which its future depends. There is 
an increasing awareness that the sustainability of 
this is dependent on the internal harmony of the 
organization and the quality of its conflict-
management practices. 
 

In Nigeria, the importance of conflict resolution to 
organizational sustainability is very acute. The 
Nigerian business environment is characterised by 
ethnic and religious heterogeneity, history of 
adversarial industrial relations, frequent trade-
union agitation, politicised public bureaucracies, 
infrastructural deficiencies, macroeconomic 
instability and sometimes weak institutional and 
regulatory framework (Otobo, 2016; Fajana, 2006). 
Here, organizational conflicts include interpersonal 
and intergroup conflicts, mass industrial action, 
demarcation disputes between unions, host 
community protests against extractive companies 
and tensions between management and a 
workforce facing falling real wages. Poor handling 
of such conflicts often leads to work stoppages, 
reduced productivity, brain drain, and damage to 
the reputation and, in extreme cases, the collapse 

of otherwise viable enterprises. In contrast, 
organisations that embed effective, dialogue-
based conflict-resolution mechanisms tend to be 
more resilient and longer-lived. 
 

It is in the light of the above that this paper seeks 
to examine the relationship between conflict 
resolution and organizational sustainability in 
Nigeria. The study is based on the assumption that 
conflict resolution is not just a reactive fire-fighting 
function but a strategic organizational capability 
that can be developed, institutionalized and 
employed to protect and enhance long-term 
organizational survival and value creation. 
 

Problem Statement 
 

Despite the importance of conflict to organizational 
life, many Nigerian organizations still perceive 
conflict management as an ad hoc, reactive and 
predominantly punitive activity rather than a 
systematically managed strategic process. There 
have been many industrial disputes in the public 
and private sectors of Nigeria which have 
repeatedly disrupted operations in the education, 
health, aviation, oil and gas and manufacturing 
sectors with attendant losses in productivity, 
revenue and public confidence (Otobo, 2016). At 
the micro level, unresolved interpersonal and 
intergroup tensions result in low morale, 
absenteeism, sabotage, high labour turnover and 
erosion of organizational knowledge. 
 

This is compounded by the prevalence of 
distributive, win-lose orientations to conflict; the 
underdevelopment and underutilization of 
structured grievance procedures and alternative 
dispute resolution (ADR) mechanisms; limited 
managerial competence in conflict-handling; and a 
governance culture which frequently privileges 
authority and suppression over dialogue and 
negotiation. Where conflict is continually 
mishandled the net result is a slow drain of the 
social, human and reputational capital that 
organizational sustainability depends upon. But 
the relationship between the mode of conflict 
resolution and multidimensional sustainability of 
organizations in Nigeria has not been adequately 
conceptualised in an integrated framework. This 
paper addresses this conceptual gap. 
 

Research Objectives 
 

The general objective of this study is to investigate 
the relationship between conflict resolution and 
organizational sustainability Nigeria. The specific 
objectives are to:  
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1. analyze the nature, types and sources of 
conflict in Nigeria organizations; 

2. evaluate the major conflict-resolution 
strategies available to organizations and 
their relative effectiveness; 

3. conceptualize organisational sustainability 
and its main dimensions; 

4. establish the linkage between conflict 
resolution strategies and organizational 
sustainability in the Nigerian context using 
theory and existing evidence; and 

5. suggest practical and policy measures to 
strengthen conflict resolution as a driver of 
organizational sustainability. 

 

Research Questions  
 

The following research questions guide this study: 
1. What are the major types and causes of 

conflict in Nigerian organizations? 
2. What are the most common conflict 

resolution strategies and how effective are 
they? 

3. What is sustainability of an organization? 
What are its key dimensions? 

4. How does the conflict resolution strategy 
adopted affect the sustainability of the 
organization in Nigeria? 

5. How can the input of conflict resolution be 
improved towards organizational 
sustainability? 

 

Importance of the Study 
 

There are many reasons why this study is 
important. In theory, it contributes to management 
literature by integrating two different streams of 
scholarship (conflict management and 
organizational sustainability) into a coherent 
conceptual framework and by proposing a set of 
propositions for future empirical research. The 
paper helps practitioners by giving managers, 
human-resource professionals and organizational 
leaders a better understanding of how the way in 
which conflict is handled directly affects the 
survival and long-term value of their organizations. 
The study underscores the importance of strong 
dispute-resolution institutions for policymakers and 
regulators, including labour ministries, industrial 
arbitration panels and corporate-governance 
authorities, in promoting industrial harmony and 
enterprise sustainability. In conclusion, the paper 
provides a basis for scholars who wish to 
empirically test the relationships proposed in the 
Nigerian and other African contexts. 
 

 
 

Scope of the Study 
 

This study is conceptual in nature and seeks to 
address the relationship between conflict 
resolution and organizational sustainability in the 
Nigerian organizational setting. It draws on both 
public and private sector organizations and 
literature in conflict management, organizational 
behavior, human-resource management, industrial 
relations and sustainability studies, both classical 
and contemporary. Although the analysis is 
grounded in the Nigerian environment, it is 
anticipated that the conceptual insights will have 
wider implications for organizations in comparable 
emerging-market and institutionally complex 
contexts. 
 

Concept of Conflict 
 

Conflict has been defined in a number of ways, but 
most definitions emphasize perceived 
incompatibility between parties. Pondy (1967) 
defined organizational conflict as a dynamic 
process that evolves through the latent, perceived, 
felt, manifest and aftermath stages. As such, the 
focus is on the conflict being a sequence, not a 
discrete event. Rahim (2002) defines conflict as an 
interactive process manifested in incompatibility, 
disagreement or dissonance within or between 
social entities. In his classic work on the resolution 
of conflict, Deutsch (1973) distinguished between 
competitive and cooperative processes and 
argued that the orientation parties adopt towards 
one another largely determines whether conflict 
becomes destructive or constructive. 
 

Three general perspectives on conflict are 
identified in the literature. The classical 
perspective, associated with early management 
thought, perceived all conflict as bad, a symptom 
of malfunction, and to be avoided. The human-
relations (behavioral) perspective accepted conflict 
as a natural and inevitable part of any 
organization. The modern interactionist view goes 
a step further suggesting a minimum level of 
conflict is not only inevitable but can be functional, 
stimulating creativity, surfacing problems and 
preventing the complacency of groupthink 
(Robbins & Judge, 2019). Thus, the interactionist 
perspective differentiates between functional 
(constructive) conflict that supports the goals of the 
organization and dysfunctional (destructive) 
conflict that hinders the goals of the organization. 
This distinction is important because it suggests 
that the task of management is not the elimination 
of conflict but the regulation of conflict in the 
direction of constructive results, an activity 
squarely within the field of conflict resolution. 
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Forms and Origins of Organizational Conflict 
 

Organizational conflict can be categorized by level 
and content. By level, scholars differentiate 
intrapersonal conflict (within an individual), 
interpersonal conflict (between individuals), 
intragroup conflict (within a team or department), 
intergroup conflict (between units), and inter-
organizational conflict (between the organization 
and external entities such as unions, host 
communities or regulators). Jehn (1995) divided 
conflict into task conflict (disagreement about the 
substance of work), relationship conflict 
(interpersonal incompatibility and friction) and 
process conflict (disagreement about how work 
should be accomplished) by content. Studies show 
that a moderate amount of task conflict can 
improve the quality of decisions, while relationship 
conflict almost always has a negative impact on 
performance and cohesion. 
 

There are many sources of conflict in 
organizations and they are often interlinked. The 
major sources documented in literature and which 
are particularly applicable in the Nigerian context 
include: 

1. Competition for scarce resources — 
contests over budgets, equipment, staff, 
promotions and other limited resources, a 
particularly acute resource in resource-
constrained Nigerian organizations. 

2. Goal and interest incompatibility — 
differences between management and 
labour goals, between departmental goals, 
or between the organization and its 
external stakeholders. 

3. Role ambiguity and overlap – unclear or 
contradictory definitions of authority, 
responsibility and reporting relationships. 

4. Communication failures – distortion, 
insufficiency or breakdown of information 
flow, which breeds suspicion and 
misunderstanding. 

5. Differences in values, perceptions and 
culture – including the ethnic, religious and 
regional diversity that characterize 
Nigerian workplaces and can crystallize 
into inter-group tension. 

6. Interdependent tasks – where units rely on 
each other and delays or failures by one 
generate friction with others. 

7. Perception of inequity and injustice – 
grievances about pay, conditions of 
service, recognition and procedural 
fairness, often the trigger for industrial 
action. 

8. Leadership and management style – 
autocratic, haphazard or non-consultative 
leadership that frustrates and alienates 
employees. 

 

In the Nigerian context, these generic sources are 
compounded by macro-level factors: economic 
volatility and inflation which erode real wages and 
heighten disputes over wages; weak enforcement 
of labour legislation; politicisation of public-sector 
employment; host-community agitations in the 
extractive and manufacturing sectors; and a wider 
societal context in which distrust of institutions is 
widespread (Fajana, 2006; Otobo, 2016). 
 

Conflict Management and Conflict Handling 
Strategies 
 

Conflict resolution is the methods and processes 
involved in facilitating the peaceful ending of 
conflict and retribution. Ideally, committed group 
members resolve conflicts through constructive 
communication and problem-solving. This includes 
interpersonal styles adopted by managers and 
structural mechanisms institutionalized by 
organizations. The most influential framework for 
understanding conflict handling styles is the dual-
concern model, operationalized in the Thomas-
Kilmann Conflict Mode Instrument (Thomas & 
Kilmann, 1974) and refined by Rahim (1983, 
2002). The model classifies styles along two 
dimensions, concern for self (assertiveness) and 
concern for others (cooperativeness), yielding five 
styles: 

1. Competing (dominating) — high 
assertiveness, low cooperativeness; a win-
lose orientation in which one party pursues 
its concerns at the expense of the other 
party. 

2. Accommodating (obliging) — low 
assertiveness, high cooperativeness. One 
party sacrifices its own concerns to satisfy 
the other party’s concerns. 

3. Avoiding – low on assertiveness and low 
on cooperativeness. Conflict is avoided, 
suppressed or withdrawn from. Underlying 
issues are not resolved. 

4. Compromising – Moderate assertiveness 
and moderate cooperativeness; each party 
gives up something to reach a mutually 
acceptable middle ground. 

5. Collaborating (integrative) high 
assertiveness, high cooperativeness A 
win-win, problem-solving orientation that 
seeks to satisfy the concerns of all parties; 
involves open exchange and joint 
examination of differences. 
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The integrating (collaborating) style is generally 
seen as the most effective for complex problems 
and for maintaining long-term relationships, as it 
addresses the substantive issues while preserving 
goodwill (Rahim, 2002). Compromising is useful 
when goals are mutually exclusive or when time is 
short. Accommodating and avoiding may be 
appropriate for trivial issues or when the cost of 
engagement outweighs the benefit. Competing 
may be necessary in emergencies or where 
unpopular but essential decisions must be 
enforced. There is no one style that is always 
better. The key to effective conflict management is 
the contingent use of the style that is appropriate 
for the situation. However, an organization that 
regularly resorts to avoiding and competing is 
likely to build a stock of unresolved grievances and 
adversarial relationships, whereas one that resorts 
to integrating and constructive compromise is likely 
to build durable trust. 
 

Beyond interpersonal styles, organizations have 
structural and institutional approaches to conflict. 
These include formal grievance and disciplinary 
procedures, joint consultation and works councils, 
collective bargaining between management and 
recognized trade unions, and a range of 
alternative dispute resolution (ADR) processes - 
negotiation, mediation, conciliation and arbitration. 
In Nigeria, the statutory machinery for industrial 
dispute resolution is constituted by the National 
Industrial Court of Nigeria and the Industrial 
Arbitration Panel, while the wider promotion of 
ADR has been advanced through multi-door 
courthouses and arbitration legislation. The 
existence, availability and credibility of such 
mechanisms strongly determine whether conflicts 
are resolved constructively or escalate into 
destructive confrontations. 
 

The idea of organizational sustainability 
 

Sustainability was brought into the mainstream 
discourse with the definition of sustainable 
development by the Brundtland Commission as 
development that meets the needs of the present 
without compromising the ability of future 
generations to meet their own needs (World 
Commission on Environment and Development, 
1987). In the organizational context, sustainability 
refers to the ability of an enterprise to survive and 
continue generating value in the long term while 
satisfying the legitimate expectations of its multiple 
stakeholders. Dyllick and Hockerts (2002) define 
corporate sustainability as the ability to fulfill the 
needs of a company’s direct and indirect 
stakeholders while not jeopardizing the ability of 

future stakeholders to fulfill their needs. The 
construct therefore includes much more than 
financial survival to include the social and 
ecological systems within which the organization is 
embedded. 
 

One popular articulation of sustainability is 
Elkington’s (1997) triple bottom line which holds 
that organizations should be judged by three 
interlocking criteria, economic prosperity (profit), 
social responsibility (people) and environmental 
stewardship (planet). Reflecting the institutional 
realities of the Nigerian context, a fourth 
dimension, institutional and governance 
sustainability, is added for this study to capture the 
integrity of internal structures, governance 
arrangements, legitimacy and the relational capital 
that holds the organization together. 
Organizational sustainability, so conceived, is 
inherently relational: it requires the maintenance of 
healthy relationships among employees, between 
management and labour, and between the 
organization and its external stakeholders. Conflict 
management directly impacts these very 
relationships, for better or worse. 
 

Dimensions of Sustainability in Organizations 
 

As a result, this study conceptualizes 
organizational sustainability as consisting of four 
interrelated dimensions: 

1. Economic sustainability – ongoing 
profitability, productivity, financial 
resilience, operational continuity and 
efficient use of resources that enables the 
organization to remain a going concern. 

2. Social sustainability: employee well-being, 
engagement, retention, fair labour 
practices, healthy workplace relationships 
and positive relations with host 
communities and society. 

3. Environmental sustainability — the 
responsible management of the natural 
environment and resources, and 
minimizing ecological harm in the 
organization’s operations. 

4. Governance and institutional sustainability 
– good governance, legitimacy, trust, 
reputation, adaptability and resilience of 
internal structure and culture. 

 

These dimensions reinforce each other. For 
example, ongoing industrial conflict simultaneously 
depresses productivity (economic), damages 
employee well-being and community relations 
(social) and diminishes legitimacy and trust 
(institutional).  
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The quality of conflict resolution thus reverberates 
through all dimensions of sustainability, a 
connection that the following sections develop 
theoretically and empirically. 
 

Theoretical Background 
 

The analysis of this paper is based on four 
complementary theories: the conflict theory, the 
dual-concern model of conflict management, the 
systems theory and the stakeholder theory. 
Together they explain the reasons for the 
occurrence of conflict, how it can be managed 
constructively, and why its management has 
implications for the multidimensional sustainability 
of organizations. 
 

Theory of Conflict 
 

Conflict theory, with its intellectual roots in the 
work of Karl Marx and subsequent sociologists 
such as Coser (1956) and Dahrendorf (1959), 
argues that society and its constituent 
organizations are characterized by an ongoing 
struggle for limited resources and by structurally 
created tensions between groups with different 
interests and unequal access to power. Coser’s 
(1956) functional analysis was especially influential 
in demonstrating that conflict is not merely 
destructive: it can foster group cohesion, clarify 
norms, relieve tension, and be an engine of 
necessary social change. Applied to organizations, 
conflict theory focuses on the structural sources of 
conflict hierarchy, division of labour, and 
asymmetries of authority and reward and stresses 
that conflict is a permanent and partly functional 
feature of organizational life. This supports the 
study premise that management’s goal is not to 
eliminate the conflict but to channel it 
constructively. 
 

The dual concern model of conflict 
management 
 

The key behaviour theory of how conflict is 
managed is the dual concern model (Blake and 
Mouton, 1974; Thomas and Kilmann, 1974; 
Rahim, 1983, 2002). As described above, it 
locates conflict handling behaviour in terms of two 
motivational dimensions – concern for own 
outcomes and concern for others outcomes - and 
derives the five styles of competing, 
accommodating, avoiding, compromising and 
collaborating. The key contribution of the theory to 
the study is that the adopted style determines the 
quality of the conflict outcomes. The integrative 
styles satisfy the concerns of all parties and tend 
to produce durable agreements and strengthened 

relationships, while the distributive and avoidant 
styles tend to leave residues of grievance. This 
model, then, identifies the micro-level mechanism 
by which conflict resolution influences the 
relational capital upon which sustainability 
depends. 
 

Theory of Systems 
 

As von Bertalanffy (1968) has described systems 
theory and as Katz and Kahn have applied to 
organizations, the organization is seen as an open 
system of interdependent parts that interact with 
each other and with the external environment, 
importing inputs, transforming them and exporting 
outputs. These are the two implications. First, the 
parts depend on each other so that conflict in one 
subsystem reverberates throughout the whole; an 
unresolved dispute in one department or a strike 
by one bargaining unit upsets the entire system. 
Second, the organization is an open system that 
relies on constant exchange with, and legitimacy 
from, its environment   customers, regulators, 
communities and suppliers. This means that 
externally directed conflict, such as host-
community agitation, poses a direct threat to the 
inputs the organization needs to survive. Systems 
theory thus regards conflict resolution as the 
preservation of the internal and boundary balance 
needed for the system’s continuing operation and 
regeneration. This is the very essence of 
sustainability. 
 

Theory of Stakeholders 
 

Stakeholder theory (Freeman, 1984) suggests that 
an organization has responsibilities not only to its 
shareholders, but to all groups that can influence 
or are influenced by its activities — employees, 
customers, suppliers, communities, governments 
and others. The theory reconceptualizes the firm 
as a network of stakeholder relationships, the 
continuing support of which is the real basis of 
long-term value creation. Conflict is therefore 
essentially a clash of stakeholder interests, and 
conflict resolution is the process of bringing these 
interests together so that the co-operation on 
which the organisation depends is preserved. Thus 
stakeholder theory provides the strongest link 
between conflict resolution and sustainability: an 
organization that resolves conflicts in ways that 
fairly accommodate stakeholder interests, will 
sustain the trust, legitimacy and co-operation that 
constitute its licence to operate; whereas one that 
consistently subordinates stakeholder interests will 
forfeit that support and undermine its own future. 
 

 

GARP INTER. J. Bus & Mgt Science Vol.1 Issue 2 Pp. 6 



Omosuyi, E. & Imuetinyan, U. (2026)           EISSN 1595-5613      

GARP INTERNATIONAL JOURNAL OF BUS & MGT SCIENCE Vol. 1, ISSUE 2 2026        EISSN: 1595-5613 

 
 
 

Integration and Conceptual Model 
 

Together, these theories provide the conceptual 
framework that guides this study. Conflict theory 
views conflict as an inevitable, structurally 
generated and potentially functional feature of 
organizations. The dual-concern model describes 
how the choice of a conflict-handling mode will 
determine if the outcomes from the conflict will be 
constructive or destructive. Systems theory shows 
how such outcomes spread throughout the 
interdependent organization and its boundary with 
the environment. Stakeholder theory explains that 
the basis for sustainable value creation is the 
maintenance of stakeholder relationships through 
equitable conflict resolution. Thus the model 
suggests conflict resolution strategy as the 
independent variable which through intervening 
mechanisms of trust, cooperation, productivity and 
legitimacy, impacts on organizational sustainability 
– the dependent variable in its economic, social, 
environmental and institutional dimensions. 
Contextual factors unique to Nigeria’s ethnic and 
religious diversity, economic volatility, the strength 
of dispute resolution institutions, leadership style 
and organizational culture are considered as 
moderating influences on this relationship. 
 

Methodology and Approach 
 

This research employs a conceptual research 
design conducted through a systematic narrative 
review of the relevant literature. Conceptual 
research is a legitimate and well-accepted form of 
scholarly inquiry, especially when the goal is to 
bring together disparate bodies of knowledge, 
clarify constructs, and develop theory and 
propositions to guide subsequent empirical work 
(Jaakkola, 2020). Since the two literatures of 
conflict management and organizational 
sustainability have evolved largely in parallel, with 
little integration between the two in the Nigerian 
context, a conceptual synthesis is appropriate for 
the study’s objectives. 
 

The review was conducted in stages. The first step 
involved identifying relevant scholarly materials 
including peer-reviewed journal articles, 
foundational theoretical texts, books, reputable 
institutional reports and statutory instruments on 
organizational conflict, conflict-resolution 
strategies, industrial relations in Nigeria and 
corporate and organizational sustainability. The 
search terms were based on the core constructs of 
“conflict”, “conflict resolution”, “conflict 
management”, “dispute resolution”, “organizational 
sustainability”, “corporate sustainability”, “industrial 

relations” and “Nigeria” in various combinations. 
Second, relevance, scholarly quality and 
contextual applicability of the identified materials 
were screened. Third, the remaining sources were 
analyzed thematically to identify recurring 
concepts, theoretical positions and empirical 
findings. Finally, the synthesis of insights was 
organized into an integrative conceptual 
framework, from which a set of testable 
propositions was derived. 
 

The analytical approach is interpretative, 
integrative rather than statistical. Its main strength 
is to be able to build a holistic, theory-based 
understanding of the link between conflict and 
sustainability. We recognize that the key limitation 
is the absence of primary empirical data, so the 
propositions we make are presented as 
hypotheses to be empirically tested in the future, 
rather than confirmed findings. The study uses a 
wide range of classical and contemporary sources 
and triangulates across theoretical perspectives to 
reduce the risk of selection bias. 
 

Propositions  
 

Based on the conceptual framework, the study 
proposes the following propositions for future 
empirical investigation: 

P1. Integrative (collaborative) conflict resolution 

strategies are positively related to organizational 
sustainability in Nigerian organizations 

P2. Organizational sustainability is negatively 

related to habitual use of avoiding and dominating 
(competing) conflict-resolution strategies. 

P3. Structured grievance procedures and 

alternative dispute resolution mechanisms are a 
mediating variable between conflict-resolution 
strategy and organizational sustainability. 

P4. The strength and credibility of external dispute-

resolution institutions moderate the link between 
organizational conflict-resolution practices and 
sustainability outcomes. 

P5. Organizational and national cultural factors, 

including ethnic and religious diversity and 
leadership style, moderate the effectiveness of 
conflict-resolution strategies in improving 
sustainability. 
 

Conflict Resolution and Sustainability of the 
Organization Analysis and Discussion 
 

This section reviews the literature to determine the 
impact of conflict resolution on each of the four 
dimensions of organizational sustainability and set 
the analysis within the context of Nigeria. The 
discussion is structured around the four 
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dimensions of sustainability and the mediating 
mechanisms of trust, productivity, legitimacy and 
adaptive capacity. 
 

Dispute Settlement and Economic 
Sustainability 
 

Conflict resolution immediately and frequently has 
serious economic consequences. Destructive 
conflict and long-term industrial disputes interrupt 
production, reduce productivity, raise costs and 
divert managerial attention from activities that 
create value. In Nigeria, the frequent strikes in the 
public universities, health institutions, aviation and 
the oil and gas sector have often resulted in the 
shutdown of operations and real losses in output 
and revenue (Otobo, 2016). At the firm level 
unresolved interpersonal and intergroup conflict 
reduces collaboration, slows decision making and 
undermines operational efficiency. But 
organizations that resolve conflict constructively, 
through negotiation, mediation and integrative 
problem solving, restore productivity quickly, retain 
experienced staff and avoid the recurrent costs of 
dispute. Well-handled functional task conflict can 
also enhance the quality of decisions and stimulate 
innovation, and thus, competitiveness. Effective 
conflict resolution thus safeguards the productivity, 
operational continuity and financial resilience that 
make up economic sustainability. 
 

Conflict Resolution and Social Sustainability 
 

The social dimension of sustainability is the one 
most immediately affected by conflict resolution, 
for conflict is fundamentally relational. Poorly 
managed conflict damages employee morale, trust 
and commitment, breeds stress and 
disengagement and drives talented employees to 
leave – contributing to the brain drain that afflicts 
many Nigerian organizations and the wider 
economy. Relationship conflict is especially 
corrosive to cohesion and psychological safety on 
which engaged, productive workforces depend 
(Jahn, 1995). However, when management 
resolves grievances in a fair and transparent 
manner, employees perceive procedural and 
distributive justice that strengthens organisational 
commitment and citizenship behaviour. Beyond 
the workforce, the social dimension includes host 
communities: in extractive and manufacturing 
sectors, the fair resolution of community 
grievances related to land, employment, 
environmental impact and benefit sharing are 
essential to maintaining the social license to 
operate. And the basis of social sustainability is 
constructive, dialogue-based conflict resolution 

which underpins human and community 
relationships. 
 

Environmental Sustainability and Conflict 
Management 
 

The link between conflict resolution and 
environmental sustainability is less direct, but real 
and important in the Nigerian context. Many of 
Nigeria’s most consequential conflicts – especially 
in the Niger Delta and other extractive zones – are 
environmentally rooted, stemming from pollution, 
resource degradation and inequitable distribution 
of environmental costs and benefits between firms 
and host communities. How such conflicts are 
resolved determines both the social peace and the 
environmental practices of the organization. When 
firms engage with communities in genuine 
dialogue, remediation and participatory 
environmental governance, conflicts are de-
escalated and more responsible environmental 
conduct is encouraged. Where they depend on 
avoidance, coercion or tokenistic engagement, 
environmental grievances fester, periodically 
erupting into disruptive and destructive 
confrontations. Hence, constructive conflict 
resolution plays an indirect but significant role in 
the stewardship of the environment and the 
sustainability of operations in environmentally 
sensitive settings. 
 

Conflict Resolution and Institutional / 
Governance Sustainability 
 

The institutional and governance dimension is 
concerned with the legitimacy, trust, reputation and 
adaptive capacity that bind the organization and 
ensure stakeholder support. How an organization 
deals with conflict is a strong indicator of the 
quality of its governance. Organizations that build 
fair, transparent and consistent conflict-resolution 
mechanisms build a reputation for procedural 
justice that enhances their legitimacy in the eyes of 
employees, regulators, communities and the 
public. This kind of legitimacy is a strategic asset: 
it attracts talent and investment, facilitates 
regulatory relations and provides resilience in 
times of crisis. On the other hand, organizations 
involved in arbitrary, suppressive or chronically 
unresolved conflict incur reputational damage that 
erodes stakeholder trust and, ultimately, their 
license to operate. And, the ability to manage 
conflict constructively is itself a sign of 
organizational adaptability, the ability to surface, 
debate and resolve differences is precisely what 
allows organizations to learn and renew 
themselves in turbulent environments. Hence, 
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conflict resolution is vital for institutional 
sustainability. 
 

The Nigerian Context: Challenges and 
Mediating Realities  
 

In Nigeria, the translation of these general 
relationships into practice is influenced by a unique 
set of contextual realities. Ethnic, religious and 
regional diversity can be a source of richness but it 
often becomes a fault line along which conflict in 
the workplace crystallizes, requiring culturally 
sensitive approaches to resolution. Industrial 
relations with adversarial and distrustful traditions 
inherited from a long history of confrontational 
union-management relations predispose parties to 
distributive rather than integrative bargaining. 
Recurring wage-related disputes are the result of 
the volatility of macroeconomic variables and 
persistent inflation eroding real wages. Weak 
enforcement of labour law and uneven access to 
credible dispute-resolution institutions mean that 
aggrieved parties sometimes resort to self-help 
including wildcat strikes and disruptive protest. 
Many organizations still have autocratic and non-
consultative leadership styles that do not resolve 
but suppress conflict and grievances accumulate. 
Finally, in many organizations there has been little 
development and use of structured grievance 
systems and ADR, which has meant that conflicts 
are left to escalate before they are dealt with. 
 

However, the Nigerian context also provides 
considerable resources for productive conflict 
resolution. There are statutory dispute resolution 
institutions such as the National Industrial Court 
and the Industrial Arbitration Panel. There is also 
increasing acceptance of alternative dispute 
resolution which is promoted through multi-door 
courthouses and arbitration frameworks. 
Indigenous traditions of dialogue, consensus 
building and elder-mediated reconciliation offer 
culturally resonant models that can be adapted to 
the workplace. The adoption of corporate-
governance codes and sustainability reporting is 
on the rise and this is gradually embedding 
stakeholder sensitivity in Nigerian corporate 
practice. The challenge and opportunity is to 
improve these mechanisms and to integrate them 
into the strategic management of organizations, so 
that conflict resolution becomes a conscious driver 
of sustainability, rather than an afterthought. 
 
 
 
 

Conflict Resolution as a Strategic Capacity for 
Sustainability 
 

The analysis suggests that conflict resolution 
should be re-conceptualized, in theory and in 
managerial practice, as a strategic organizational 
capability central to sustainability rather than a 
peripheral administrative function. It is developed 
as a capability through the development of 
managerial competencies, the institutionalization 
of fair processes, the cultivation of a culture of 
dialogue and the embedding of conflict sensitivity 
within governance and strategy. Organizations that 
develop this capability turn the inevitable energy of 
conflict into innovation, learning, stronger 
relationships and legitimacy — the very ingredients 
of long-term viability. Those who ignore it allow 
conflict to eat away at their human, social, 
reputational and financial capital. In Nigeria’s 
turbulent and institutionally complex environment 
the difference between these trajectories is often 
the difference between organizational 
sustainability and decline. 
 

Conclusion 
 

The study was aimed at examining the relationship 
between conflict resolution and organizational 
sustainability in Nigeria. Based on the conflict 
theory, the dual-concern model, systems theory 
and stakeholder theory, the study conceptually 
synthesizes the literature and demonstrates that 
conflict is an inevitable, structurally generated and 
potentially functional feature of organizational life 
and that the way in which it is resolved is a 
decisive determinant of organizational 
sustainability across economic, social, 
environmental and institutional dimensions. 
 

The analysis showed that destructive, avoidant 
and purely distributive approaches to conflict erode 
trust, depress productivity, accelerate talent loss, 
damage stakeholder relationships and undermine 
legitimacy, threatening the long-term viability of 
organizations. In contrast, integrative, dialogue-
oriented and institutionalized conflict-resolution 
mechanisms sustain relationships, foster 
innovation and learning, assure stakeholder 
cooperation and legitimacy, and therefore reinforce 
sustainability. In the Nigerian context, this 
relationship is mediated and moderated by ethnic 
and religious plurality, a history of adversarial 
industrial relations, economic volatility, leadership 
style and the strength of dispute resolution 
institutions. The key takeaway is simple: conflict 
resolution is not a peripheral activity for an 
administrator but a strategic competency at the 
core of organizational sustainability.  
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Thus, organisations in Nigeria that wish to survive 
and create sustainable value must consciously 
invest in the building of this capability. 
 

Recommendations  
 

From the above analysis, the following 
recommendations are made to organizations, 
managers and policy makers in Nigeria: 

1. Create organized mechanisms for conflict 
resolution. Organizations should set up 
and keep in good repair clear grievance 
procedures, joint consultation 
arrangements and internal alternative 
dispute resolution mechanisms to ensure 
that conflicts are surfaced and addressed 
early rather than allowed to escalate. 

2. Develop managerial conflict management 
skills. Organizations should invest in 
regular training to equip managers and 
supervisors with negotiation, mediation, 
active-listening and integrative problem-
solving skills and should reward 
constructive conflict handling behaviour. 

3. Foster a culture of dialogue and 
procedural justice. Leadership should be 
from autocratic, repressive styles to 
participative, consultative styles that deal 
fairly and transparently with employees 
and stakeholders, building trust and 
commitment. 

4. Enhance collective bargaining and labour-
management relations.  Management and 
trade unions should pursue interest-based, 
integrative bargaining and constructive 
social dialogue, rather than adversarial 
confrontational win-lose bargaining, with 
both sides acting in good faith. 

5. Engage actively with external stakeholders 
and host communities. Organisations 
should look to integrate genuine 
community engagement, transparent 
benefit-sharing and participatory 
environmental governance, in particular in 
extractive and manufacturing industries to 
anticipate and manage external conflict. 

6. Integrate conflict sensitivity into corporate 
governance and sustainability strategy. 
Boards and senior management should 
consider conflict-management 
performance as a governance and 
sustainability indicator and integrate it into 
risk management, sustainability reporting 
and strategic planning. 

7. Strengthen national dispute resolution 
institutions. Government and regulators 
should build capacity, accessibility, speed 

and credibility of statutory dispute-
resolution machinery, including the 
National Industrial Court and arbitration 
frameworks, and encourage wider use of 
alternative dispute resolution. 

8. Look for empirical verification. The 
researchers should empirically test the 
propositions advanced in this paper across 
sectors and organization types in Nigeria 
to refine the conceptual framework and 
generate context-specific, evidence-based 
guidance. 
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