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Abstract

The study was set out to investigate the percemticatademic staff, non-academic staff and studergarding
forcing, smoothing, detraction, arbitration andrayiag the individual involved as effective intertien conflict
management techniques. The investigators formulfitedresearch hypotheses to guide the study. B¥fec
intervention conflict management technique Questne (EICMTQ) was used to collect data. The EICMTQ
was made up of twenty items and respondents wémlas tick () the statement that represent their opinion,
using a 5 point Likert Scale. A total of three thand and fifteen respondents participated in theystThey all
filled and returned their copies of the questiommahowing one hundred percent return rate. Thestigators
added up the scores for the academic staff, nodemcig staff and students and employed One Way Aisabf
Variance to determine the difference among the emé staff, non-academic staff and students inrthei
perception of forcing, smoothing, detraction, adiibn and changing the individuals involved aseetif/e
intervention conflict management strategies. Theystfound out that there is no significant diffexeramong
academic staff, non-academic staff and studentiseiim perception of forcing, smoothing, detractiarhitration
and changing the individuals involved as effectimtervention conflict management techniques. Thedyst
found out that arbitration had the highest F valfi29.1 and forcing had the least F. Value of 8/& concluded
that forcing, smoothing, detraction, arbitratiordaranging the individuals involved were all fousftective in
resolving conflict in our universities even thougte use of some of them were characterized withesom
problems. We however, recommended that forcing omly be used as last resort.
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INTRODUCTION

Conflict may be an inevitable thing in any orgatiiza. This is because people in the organizatienmaade up
of different background, needs value and aspiratifjiogu (1990) pointed out that conflict is bouttdoccur
from time to time in all human interaction and orgational behaviour. Gordon (1996"375) stresseat th
conflict may have positive and negative outcombat ts, functional and dysfunctional outcomes. Fonal
conflict may lead to a search for new approachasmtay resolve disagreement on long standing pnubl©n
the other hand, conflict may also be dysfunctiofual organizations resulting in reduced productitmwer
morale, overwhelming, dissatisfaction, increaseditsn and stress.

Donohue and Kolt (1992:3) maintained that confiictolves situations in which differences are
expressed by interdependent people in the prodesshieving their needs and goals, and it ariseenwé
difference between two or more people necessitdtange in at least one person in order for thegagament
to continue and develop. Jordan (1990:4) howevserted that the differences cannot coexist withsmrhe
adjustment.

Tucker (1981) maintained that there may be canfi@ween teacher and students and stated that:

Conflict between faculty members and Students caotgniegins with students complaints about a
faculty member’s teaching performance and gradirectices or with a faculty member’s charged for atieg
or plagiarism,. Students complaints about facultgnmbers sometimes grow into wholesale protest or
demonstration especially when students feel theit tights to due process has been violated.

In 1994, it appears there was conflict between Abademic Staff Union of Universities (ASUU)
University of Benin (Uniben) branch and the NatiofAasociation of Nigerian Students (NANS) Unibemtch.
The conflict involved the abduction of Dr. A. Aféju, an ASUU member by NANS executive. In a proleer
to the the nVice-Chancellor as reported by Onokerym (2006:413).

The ASUU member Dr. A. Afejuku alleged that he akmtucted on Monday 21of March, 1994, at
about 9.00 a.m. and was not released until abo0®0@m. He maintained that his offence was thatesited
failed his courses NO. ENL 112, entitled introdotito Prose Fiction. He said that during the periofdhis
abduction, he was harassed, abused and traumatimdall this, he was seeking redress.
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The then Vice-Chancellor, Professor (Onokerhorayegkly set up a committee headed by Professor
D.N. Nwokoye to investigate the circumstances tedtto the ugly incident identify the culprits anthke
appropriate recommendations to avoid a recurrence.

A well-attended ASUU congress met over the abductof one of its members. after proper
deliberation on the issue of abduction episode, BSWote a letter to the Vice-Chancellor that:

Its members would not participate in the reschedlidecond semester examination of the 1993/94
session till Monday 28, March 1994.

ASUU maintained that its action is in protest agsithe action of the Students’ Union executive. We
are not on strike. Dimowo and Ofuani (1994:1-2).

In the Delta State University DELSU Abraka, the¢irenstudents’ body led by its executive on Jung 20
2000 embarked on violent demonstration to neighibguowns of Warri and Asaba. During the demongirgt
public and private properties were destroyed. Thmédiate cause of the demonstration was that thieridd
Electric Power Authority (NEPA) failed to supplglhit.

The Senate of DELSU set up a Panel to investitpgténcident and make recommendations. One of the
recommendations to Senate was that the Vice-CHanatlould dissolve the Students’ Union executse.on,
Tuesday 12, September, 2000, Professor Uvie Idunthten Vice-Chancellor announced the dissolutiothe
students union executive in line with Senate’s &idopof the recommendation o the Panel. But theeVic
Chancellor was shocked to find that a body of Sttuded by the Union’s President Mr. Michael Akpoéor
invaded the Vice-chancellor's lodge at about 8.80pof the same day with sticks and other instrusent
kidnapped and by beatings and slapping and othensf@f humiliation before throwing the Vice-Charigel
across the fence into awaiting students union \etdod drove him towards Warri and thereafter tobfase
Alli University (AAU) Ekpoma. The intention was kt to take the Vice-Chancellor to JOs, the Zonal
Headquarter of National Association of Nigeriand&tots (NANS) for trial. But for timely interventioof well
meaning Nigerians, the Vice-Chancellor was releatbd students who were involved in the kidnapmifithe
Vice-Chancellor were later tried by the Senate Bt BU and those found guilty were subsequently degel

Salary parity has often generated conflict betwéenAcademic Staff Union of Universities (ASUU)
and the Non-Academic Staff Union of UniversitiesA®U) ASUU is against salary parity while NASU is in
favour. ASUU had embarked on series of strike i83L$h order to get a separate salary structurenttedy
ASUU'’s request was granted by the Federal goverhangsh a separate salary structure referred to asetsity
Academic Salary Structure (UASS) was put in pl#ewould be expected, NASU on its own maintaineat,th
unless, a uniform salary structure is operatedafbcategories of staff in Nigerian Universitiess members
would go on strike, probably this was why Imogi®@@3:165) reported that:

The Non- Academic Staff operating under two sepatmions namely NASU and Senior Staff
Association of Nigerian Universities (SSANU) onirtlosvn part were very strongly in favour of parityere
already warning up for yet another set of strikgo#rity was not maintained in the payment of saarand
allowances to all categories of staff in Nigerianitkersities.

It appears that since 2002, there have been coiflithe University of llorin between the univessit
Authority backed by the Federal Government andAtademic Staff Union of Universities (ASUU) Univéys
of llorin (UNILORIN) branch. The immediate causetbé conflict was that the University Authority kad 49
lecturers because they participated in a NatiotdkeScalled by ASUU. The sacked lecturers wentadaort to
seek redress. And the court decided the case oufanf the sacked Lecturers. But despite legalovictthe
lecturers were yet to get their jobs back.

Probably this is why the National body of AcaderSiaff Union of Universities (ASUU) has been
insisting that the sacked lecturers must be rexiadt ASUU by June 2006 was already threatenirigestiver
the non-re-instatement and the issue of re-negmiiatf agreement reached with Federal Governmeg001.
The agreement has been due for re-negotiation 8@@4é but the Federal Government has not been caiipg
May be this was why the Daily Vanguard News papsu&lay July 1, 2006, under its column News orketri
Babalola faults ASUU, the Chairman of the Commitbéd>ro-Chancellors of Nigerian Universities, Chide
Babalola was asked why it was difficult for the Eel Government to obey the court judgement dediden
favour of the 49 lecturers in the University ofrlta

Chief Afe Babalola responded. | think you are osgénplifying the situation. In my own little
understanding of the law, once a matter is befaeedourt of law all of us, if you are civilized st respect it.
There is an application against that judgement goei referring to and | understand that there is ation for
stay. Therefore, it is not open for anybody toatctt.

On the issue of the 2001 Federal Government/ASghdeanent he said,

There was a case on it. He underscored the impoearf agreement. Agreement should be honoured in
performance and not in breach. | believe thereaschto meet them and discuss. | have got in touithtie
leadership and we are meeting on Monday July 36200
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Peretomode (1995:56) has stressed that interveatinflict management strategies are those in which
managers of organizations or school administraiensg aware of the existence of conflict situaiistervene to
modify or settle conflict between the parties inmeal. Among the intervention strategies identified b
Peretomode are:

Smoothing

Forcing

Detraction

Encripsulation

Arbitration

Majority rule

Changing the individuals involved
Restructuring the organization
Expansion of resource

However, the investigators have limited the inwgsibn to smoothing forcing, detraction, arbitratiand
changing the individuals involved.

Smoothing

In using smoothing as intervention conflict mamagat technique, the manager discourages the
difference between the parties involved in the kon&nd encourages what they have as common sitelre
support of this szilagyi (1981) maintained that:

Shared common interest on certain issues facilitad@ement towards a common goal.

As far as Blake and Nouton are concerned smootinvgjves the loser of the win-lose configuration
and represented high cooperation with the needsthafrs along with low assertiveness of one’s ovagds.
They also stressed that smoothing or internatiphading could even be used in conflict over issoies did not
feel particularly strong about who used to helpatellow workers who faced stress from other areas
Forcing

The manager is third party and he can use forasmeans of putting an end to the conflict. It @ppe
to be the oldest, but popularly used by administsain the resolution of conflict. Probably, thiasvwhy
Ivancevich and Matterson 1987 asserted that:

In using forcing management simply resolves thdlicd as it deems fit and communicates its denssio
to the individuals or groups involved.

Best (2004:111) asserted that the introductioRalfce and other law enforcement authorities mdly ca
for the use of extra-ordinary measures, includongd to retore law and order. This could furthadiéo human
rights violation of various descriptions. Africanilitary and Police Services some times display high
handedness, excesses and unprofessional condbesmservices.

Detraction

The use of detraction involves the managers’ giowi of much work to the parties in the conflict in
order to remove their mind from the conflict.

Huth and Russett (1993) maintained that the perdsdetraction is to prevent the escalation of the
conflict to a dangerous dimension and thereforqulifies as a strategy to contain hostile contipetibelow a
given threshold. Detraction is based on the natioakulation that the costs of escalation outweighential
benefits.

Arbitration

The parties involved in the conflict (dispute) subit to the judgement of a third person referteds
an arbitrator. The decision of the arbitrator isding on all the parties in the conflict.

As far as Ovwigho (2004:78) is concerned bothipaiin the conflict are brought together for peatef
settlement of the issue by a third party calledtator and consultant who might be important ahéx@mplary
behaviour. Traditional rulers, religious leadersd gsrominent members of the society are often u3édk
arbitrator prevails on those involved in the catflto drop their hostility and embrace mutual cesaen.
Ovwigho finally asserted that the frequent usehafitparty intervention may give impression that thader has
lost control o the system.

Zartman (2002:22) maintained that in traditionalridn arbitration the agent is a neutral and
powerless third party armed with personal charaisties such as wisdom and integrity.

Changing the Individuals Involved

This technique gives the manager power to trarsieror both parties involved in the conflict irder
to alter their relationship. In very serious sitoatsome key persons in the conflict may be firgdbleing
removed.

This was corroborated by Peretomode (1995: 59nwieeasserted that:
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This technique request the conflicting parties ¢oskeparated kept apart until they agree to a soiyti
or transferring one or both to another parts of theganization. In the extreme, the approach recgiitee
removal of key figures in the conflict situationnfiy one or both of them.

Statement of the Problem

The literature seems to suggest that the univesggtem in Nigeria is
characterized with conflict. The problem in thisidyt therefore is how did academic staff, non-acadestaff
and students perceive intervention management icpodm as being effective in the resolution of dobfin
Nigerian Universities. Specifically, five researbiipotheses were formulated by the researchers itte ghe

study:
1. There is no significant difference among acadestaff, non-academic staff and

students in their perception of smoothing as a@céiffe intervention conflict management technique.
2. There is no significant difference among acadestaff, non-academic staff and

students in their perception of forcing as an difecntervention conflict management technique.
3. There is no significant difference among acadestaff, non-academic staff and

students in their perception of detraction as &rcéfe intervention conflict management technique.
4. There is no significant difference among acadestaff, non-academic staff and

students in their perception of arbitration as f@ctive intervention conflict management technique
5. There is no significant difference among acadestaff, non-academic staff and

students in their perception of changing the indirgils involved as an effective intervention conflic

management technique.

RESEARCH DESIGN AND METHODOLOGY

This study used Ex-post facto research desigikaAR002:34) maintained that this is a systematic
empirical study in which the researcher does nainiy way control or manipulate independent varidigeause
the situation for the study already exists or Hemady taken place. The investigators made use @istrument
known as an Effective Intervention Conflict ManaggTechnique Questionnaire (EICMTQ) and consisfed
twenty items. The instrument had reliability coiei#int of 0.85. The respondents were asked to (tikthe
statement that represent their opinion concernifegiive intervention conflict management technigising a 5
point Likert Scale.

The population of the study consisted of all merabaf the Academic Staff Union of Universities
(ASUU) and the Non-Academic Senior Staff Associatimf Universities (SSANU) all the members of the
National Association of Nigerian Students (NANS)aith the twenty four (24) Federal Universities aaltthe
twenty six (26) state owned universities in Nigerde researchers used the random sampling technau
select six (25%) conflict prone Federal Universitad six (23%) conflict prone Universities thattiggpated in
the study.

The investigators used the random sampling teclentq select one thousand and five (1,005) ASUU
executive and congress members, One thousand\an{Lf005) SSANU executive and congress members and
one thousand and five (1,005) NANS executive andesits Representative Council (S.R.C.) memberddiot
part in the study. They have been sampled on thangr that they may have participated in the procdss
conflict management of their various universities.

The researchers visited four (04) Universitieshetic administer Copies of the questionnaire on the
respondents. The investigators were assisted bylTASSANU and NANS leadership to administer copies o
the questionnaire on the respondents. All the ttin®eusand and fifteen (3015) Copies of the questioe
administered were filled and retrieved showing baedred percent return rate.

The investigators added up all the scores forattedemic staff, non-academic staff and students and
employed One Way Analysis of Variance to deterntiredifference among the academic staff, non-anade
staff and students in their perception of effectimtervention conflict management technique as rmean
resolving conflict in Nigerian universities. Thesudts of the investigation have been reportedva fables as
follows:

RESULTS

Hypotheses One

There is no significant difference among acadensiff, non-academic staff and

students in their perception of smoothing as amcéiffe intervention conflict management technique.
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Table 1. Difference in perception among academic staff, non-academic staff and students regarding
smoothing as an effective intervention conflict management technique, using one way analysis of variance.

Source of variance Df Sum of squares Mean square F.Cal F. Crit.
Between groups 2 4.249.009 2124.504 14.1 19.3
Within groups 3012 44.33900.53 149.377 ' )
Total 3014 44.8149.53

Source: Field Work

The analysis in table 1 shows that the calculatedl&e of 14.4 is less than critical F value of3Lat
2/3012 degree freedom and at 0.05 level of sigmifte. Hence, the hypothesis which says that tlerei
significant difference among academic staff, noadaenic staff and students in their perception afaimng as
an effective intervention conflict management tegha is upheld.
Hypothesis Two
There is no significant difference among acadensiff, non-academic staff and
students in their perception of forcing as an difecntervention conflict management technique.
Table 2. Difference among academic staff, non-academic staff and
students regarding forcing as an effective intervention conflict management technique, using one way
analysis of variance.

Source of variance Df Sum of squares Mean square F.Cal F. Crit.
Between groups 2 970.994 485.497 33

Within groups 3012 442.708.11 146.981 ' 19.3
Total 3014 4436.110

Source: Field Work

The analysis in table 2 shows that the calculatedl&e of 3.3 is less than critical F value of 18t32/3012
degree freedom and at 0.05 level of significander&fore, the hypothesis which says that there isignificant
difference among academic staff, non-academic atadfstudents in their perception of forcing as#ective
intervention conflict management technique is ataxkp

Hypothesis Three

There is no significant difference among acadenaiff, non-academic staff and

students in their perception of detraction as éectfe intervention conflict management technique.

Table 3. Difference among academic staff, non-academic staff and

students regarding detraction as an effective intervention conflict management technique, using one way
analysis of variance.

Source of variance Df Sum of squares Mean square F.Cal F. Crit.
Between groups 2 1690.190 845.065 56 19.3
Within groups 3012 453793.54 1560.662 ' )
Total 3014 455483.73

Source: Field Work

The analysis in table 3 shows that the calculatedl&e of 5.6 is less than critical F value of 18t32/3012
degree freedom and at 0.05 level of significancendé the hypothesis which says that there is nufisignt
difference among academic staff, non-academic @aff students in their perception of detractionaas
effective intervention conflict management techeiggihereby upheld.

Hypothesis Four

There is no significant difference among acadensiff, non-academic staff and

students in their perception of arbitration as f@ctive intervention conflict management technique
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Table 4. Difference among academic staff, non-academic staff and
students regarding arbitration as an effective intervention conflict management technique, using one way
analysis of variance.

Source of variance Df Sum of squares Mean square F.Cal F. Crit.
Between groups 2 5622.586 2811.293 19.1

Within groups 3012 442298.47 146.845 ' 19.3
Total 3014 447921.06

Source: Field Work

The analysis in table 4 shows that there is noifstgnt difference among academic staff, non-acadestaff
and students in their perception of arbitratioma®ffective intervention conflict management tegha. This is
because critical F value of 19.3 is greater thdoutated F value of 19.1 at 2/3012 degree freedndthat 0.05
level of significance. The hypothesis which sayat tthere is no significant difference among acadestaff,
non-academic staff and students in their perceptbnarbitration as an effective intervention cocffli
management technique is therefore accepted.

Hypothesis Five

There is no significant difference among acadensiff, non-academic staff and

students in their perception of changing the irdlials involved as an effective intervention conflic
management technique.

Table 5. Difference among academic staff, non-academic staff and

students regarding changing the individuals involved as an effective intervention conflict management
technique, using one way analysis of variance.

Source of variance Df Sum of squares Mean square F.Cal F. Crit.
Between groups 2 2577.784 1288.892 93

Within groups 3012 417396.75 138.578 ' 19.3
Total 3014 419974.33

Source: Field Work

The analysisin table 5 indicate that calculated F value of 19.3 islessthan critical F value of 19.3 at 2/3012
degree freedom and at 0.05 level of significance. The hypothesis which says that there is no significant
difference among academic staff, non-academic staff and students in their perception of changing the
individualsinvolved as an effective intervention conflict management technique is upheld.

DISCUSSION

One of the findings of this investigation showhdttthere is no significant difference among academ
staff, non-academic staff and students in theicggtion of smoothing as an effective interventiamftict
management technique. This seems to give credentee tliterature which says that the manager disgms
the difference between the parties involved indbeflict and encourages what they have as commigneist.
Of course, this position was supported by Szilagyl981 when he asserted that, “shared commoneistten
certain issue facilitate movement towards a comgumed”. For example, academic staff and non-acadetaiif
differ strongly over salary parity while academiaféand students differ sharply over the issuaklmfuction of a
lecturer in the University of Benin. Even thouglesh differences exist, academic staff, non-acadstaft; and
students still work towards the common goal ofuhé&versities' in Nigeria, hence the calculated &ug of 14.4.
Another finding has shown that there is no sigaificdifference among academic staff, non-acadetaft and
students in their perception of forcing as an effledntervention conflict management techniquest®eposition
(2004: 111) seems to be at variance with the fipdhat regards forcing as an effective interventonflict
management technique. This is because best assleatethe use of force may probably lead to hunmghts
violation of various descriptions. Best equallyirafied that the use of African military and policengces
sometimes display highhandedness, excesses andfesgional conduct in these services. Probablys thi
was why forcing only yielded a calculated F valf@ ®.
The study also found out that there is no significdifference among academic staff-non-acadenadf and
students in their perception of detraction as #céfe intervention conflict management techniqgliee finding
disagrees with Huth and Russett (1993) who asséntdhe purpose' of detraction is to preventebealation
of the conflict to a dangerous dimension and narasffective intervention conflict management tégbe. The
investigators were even skeptical about the usietrhction as an effective means of resolving icinthecause
it may amount to postponing the evil days:
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The present investigation has also found out thaitet is no significant difference among acadenaéf,shon-

academic staff and students' in their perceptidregfatration as all effective intervention contlimanagement
technique. The investigators are tempted to belieatthis finding agrees with Ovwigho's position(2004) to

the extent that both parties in the conflict areught together for a peaceful settlement of theedsy a party
called arbitrator. On the other hand, Ovwigho (208iéagreed with the finding of this study whendsserted
that the frequent use of the third party interv@mtinay give an impression that the leader hasctstrol of the

system. However, the use or arbitration has prdedsk the most effective means of resolving conflince it

has the highest calculated F-value of 19.1.

Finally, the investigation found out that therenis significant difference among academic staff,-aoademic
staff and students in their perception of changimg individual involved as an effective means cfoteing

conflict. The finding of this study corroboratesr€emode (1995) in his assertion that "in the emtrethe key
figures in the conflict situation may be removedioed. When the key figures are fired, the conflitay have
been effectively resolved.

CONCLUSION

The conclusion that may be drawn based on therfigediof the investigation, is that smoothing, foggin
detraction, arbitration, and changing the individuavolved have been found effective as meanesélving
conflict. Arbitration was found to be the most effee because it has the highest F value of 19.ilevitrcing
was found to be the least effective because italfewas 3.3.

RECOMMENDATION

As a result of the findings and conclusion, we reg®nd that university administrators may use sniogth
forcing, detraction, arbitration and changing thadividuals involved as means of intervention in the
management of conflict since they have all beemdoeffective. However, the use of force as means or
resolving conflict should be a last resort sindgais been found to be the least effective.
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