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ABSTRACT

This study investigated the relationship between work socialization and workplace conflict in major
oil companies in Nigeria. The study adopted a cross-sectional survey in its investigation of the
variables. Primary data was generated through the self-administered questionnaire. The population
for the study was two hundred and fifty-three (253) employees of seven (7) selected manufacturing
companies in Port Harcourt. A total of 7 major multinational oil companies were investigated. 35
administrative management staff were sampled using the stratified sampling technique. The
spearman correlation statistic was used in testing the hypotheses formulated. The reliability of the
instrument was achieved by the use of the Cronbach Alpha coefficient with all the items scoring
above 0.70. The hypotheses were tested using the Spearman’s Rank Order Correlation Coefficient
with the aid of Statistical Package for Social Sciences version 23.0. The tests were carried out at a
95% confidence interval and a 0.05 level of significance. Results from analysis of data revealed that
socialization had both significant and negative influence on interpersonal, intrapersonal, inter-group
and intra-group conflicts. The study recommends that socialization should be part and parcel of
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organizational fabric to attain great heights in terms of workforce cooperation which eliminates
workplace conflict; and multinational oil companies should develop means to have a well-defined
employee-oriented culture as this will boost socio-cultural diversity management within the
employees and as such lead to constructive workplace conflict and harmony.

Keywords: Work socialization; workplace conflict; inter-group conflict; intra-group conflict.

1. INTRODUCTION

In today’s society and workplace, it is common to
interact with numerous individuals throughout a
workday, including supervisors, co-workers, and
customers. While one may hope that each of
these interactions is pleasant and meaningful,
this is not always the case. For various reasons,
employees who interact with a variety of people
throughout the workday may occasionally
experience conflict at work. Conflict at work is
commonly associated with numerous outcomes.
As noted, most commonly, conflict at work
manifests itself in petty arguments, spreading
rumors, and gossiping [1].The omnipresent
nature of conflict has led Tjosvold [2] to argue
that, “to work in an organization is to be in
conflict” and as such, to take advantage of joint
work requires conflict management. Although
conflict is ubiquitous in nature and embedded
within the structure of organizations, the formal
process of dealing with conflict in workplaces is
prescribed by statute and workplace policies and
procedures. Although no workplace is devoid of
antagonisms, tensions, aggressions,
stereotypes, negative attitudes, competition and
frustration as long as workers (men and women)
are from different cultures, religion, status,
lifestyle, and personality work together [3]. These
factors have both positive and negative reactions
on the workers in terms of their behaviors. A
veritable tool for managing workplace conflict is
through the instrumentality of work socialization.

Socialization is often referred to as the process
by which individuals learn the norms, values, and
required behaviors that allow them to become
participating, active members of an organization
[4]. Becoming an active member in an
organization means that an individual is
participating in the 6 organizational culture by
taking on roles, norms, and values associated
with the organization and the work position.
According to Waldeck & Myers [4] the process of
acquiring organizational norms and practices is
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known as organizational assimilation. Jablin [5]
preferred the term assimilation over the term
socialization to describe the process of joining,
participating in, and leaving organizations.
Socialization—the  “process by which an
individual acquires the social knowledge and
skills necessary to assume an organizational
role” [6]—can occur before, during, and after a
work experience.

In the fields of sociology and psychology,
socialization is viewed more broadly as the
process by which people learn culture, roles, and
norms in order to function within a society [7].
While this idea could be applied in various ways
to issues of interest to organizational
communication scholars, the organizational
communication discipline has primarily conceived
of socialization narrowly as pertaining to the
process of joining organizations.

According to Sandor [8] work, socialization is the
ways in which individuals make sense of work
and come to understand the appropriate and
expected behaviors associated with work—
complements research that defines socialization
as learning an organization’s culture and
expands the concept of socialization to also
include the process by which individuals learn
broader cultural ideologies and norms of work.
Work socialization seeks to explain how
individuals are socialized into working more
broadly. Sandor [8] used the concept of work
socialization because it refers to the process of
learning and can be applied more broadly as the
process of learning that begins in early childhood

and extends on into adulthood. Work
socialization is broader and fundamentally
different  from  organizational socialization

because it is less about managing uncertainty
and fitting in—a common theme underlying
organizational socialization literature [9]—and
more about developing a broad understanding of
what work is, what it means to work, and how
individuals learn how to do work.
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Fig. 1. Conceptual framew ork for the relationship work socialization and workplace conflict
Source: Author’s desk research, 2020

Work socialization provides an avenue for
understanding the meanings of work and the
values and norms individuals come to recognize
as accepted behaviors related to work. This
occurs not only before one enters full-time
employment (i.e., anticipatory socialization) but
also throughout the working life. Work
socialization is interested in questions such as
“How do individuals make sense of work?” and
“What do individuals learn about what it means to
work?” Research on anticipatory socialization—
as discussed previously—has attended a bit to
such questions; however, it frames such
socialization as occurring prior to “real” work. In
essence, research orients socialization toward
possible future vocations or an organization
rather than to work more broadly [8].

This study therefore examines the relationship
between work socialization and workplace
conflict in major oil companies in Nigeria.
Furthermore, this study was also guided by the
following research questions:

i. To what extent does work socialization
affect inter-group conflict in major oil
companies in Nigeria?
To what extent does work socialization
affect intra-group conflict in major oil
companies in Nigeria?

2. LITERATURE REVIEW
2.1 Theoretical Foundation
2.1.1 Social cognitive theory

Social Cognitive Theory (SCT) describes the
interactions between the person and their
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situation [10]. This theory focuses on how
individuals interpret and respond to various
situations. According to Davis and Powell [11],
individual and their environment are said to
influence each other. SCT explains a triadic
relationship where the individual psychological
factor, their environment and the behavior they
engage in are determinants that influence each
other given but not simultaneously [12,13]. It was
also determined that employees might behave
based on their observation of others which then
leads to self-corrective judgments and
improvement in self-efficacy [12,13]. The past
research on conflicts literature has examined
behavior with the environment [14,15] or
personality with organizational culture [16]. Thus
the present study aims to fill in the gap by using
the social cognitive theoretical lens as a baseline
in analyzing the relationship between socio-
cultural diversity management and workplace
conflict.

2.2 Work Socialization

Socialization is often referred to as the process
by which individuals learn the norms, values, and
required behaviors that allow them to become
participating, active members of an organization
[4,17]. Becoming an active member in an
organization means that an individual is
participating in the organizational culture by
taking on roles, norms, and values associated
with the organization and the work position.
According to Waldeck & Myers the process of
acquiring organizational norms and practices is
known as organizational assimilation. Jablin [5]
preferred the term assimilation over the term
socialization to describe the process of joining,
participating in, and leaving organizations.
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Socialization, the “process by which an
individual acquires the social knowledge and
skills necessary to assume an organizational
role” [6] can occur before, during, and after a
work experience. Socialization centers on three
stages of socialization: (a) anticipatory, (b)
encounter, and (c) metamorphosis.
The first stage, anticipatory socialization,
represents the level to which an individual forms
expectations  about careers, jobs, and
organizations before occupying organizational
positions. The second stage, encounter,
involves one’s actual experiences as a new
member of an organization. The third stage,
metamorphosis, is the period when new
workers attempt to become accepted as

members of the organization. Individuals
are most commonly described as
progressing from one stage to the next in order
to become active members of a new
organization.

Work socialization seeks to explain how

individuals are socialized into working more
broadly. Work socialization it refers to the
process of learning and can be applied more
broadly as the process of learning that begins in
early childhood and extends on into adulthood.
Work socialization is broader and fundamentally
different from organizational socialization
because it is less about managing uncertainty
and fitting in a common theme underlying
organizational socialization literature [9,18], and
more about developing a broad understanding of
what work is, what it means to work, and how
individuals learn how to do work. The term
socialization as used here Feij [19] is defined as
an interdisciplinary approach to answer the
question “how does one become a successful
worker?” Work socialization is defined to include
orientations to work more generally [20]. Work
socialization is the process of learning the norms,
values, and accepted behaviors associated with
working as well as what work is [20].
Furthermore, they noted that work socialization
occurs through working and is not simply
something that occurs prior to one’s employment.
Secondly, work socialization also acknowledges
that individuals are an integral part of the
meaning making process; therefore, a one-way
indoctrination into working culture is not viable
because the individual is as important as the
work. Thirdly, the concept of work socialization
goes beyond anticipatory socialization in that it
does not imply that individuals are being
socialized into a particular vocation or
organization, an assumption that leads to the
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over-emphasis on socialization into vocations
and organizations.

Work socialization provides an avenue for
understanding meanings of work and the values
and norms individuals come to recognize as
accepted behaviors related to work. This occurs
not only before one enters full-time employment
(i.e., anticipatory socialization) but also
throughout the working life. Work socialization is
interested in questions such as “How do
individuals make sense of work?” and “What do
individuals learn about what it means to work?”
however, it frames such socialization as
occurring prior to “real” work. In essence,
research orients socialization toward possible
future vocations or an organization rather than to
work more broadly. A qualitative, social
constructionist approach to the study of work
socialization would provide insight into how
individuals make sense of what it means to work
and how they come to understand and negotiate
the norms, values, and behaviors that dominate
the working world. In seeking a broader sense of
work, work socialization acknowledges that
reality and knowledge are constructed and
reproduced by people through communication,
interaction, and practice [21].

2.3 Workplace Conflict

Workplace conflict has been defined in several
ways by many authors. Obi [22] defined
workplace conflict as an act of discontentment
and contention which either the workers or
employers of labour utilize to put excessive
pressure against each other so as to get their
demands. This view is consistent with Henry [23];
lkeda, Veludo and Campomar [24]; Azamosa
[25] and Ajala and Oghenekohwo [26]
descriptions of workplace conflict as a dispute
that occurs when interests, goals or values of
different individuals or groups are incompatible
with each other in organizations. On this
premise, workplace conflict within the context of
the employment relationship can be regarded as
an inevitable clash of interests and resulting
disputes of varying intensity between and within
any or all of the active actors in organizations.
Thus, in the absence of common values in
organizations, conflict is bound to occur.

The popular conception of workplace conflict is
that a normal harmonious state is disturbed and
something is wrong. Consequently, conflict is
something to be avoided and must be resolved
or at least managed [27,28]. Tjosvold [29]
challenges this conceptualization, arguing that
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the problem with conflict is the inadequacy of its
definition. He argues that limited scrutiny of the
definition of conflict has contributed to the way it
is characterized as destructive, and the
widespread belief that “conflict escalation just
happens without human choice” [29]. The
prevailing definition has typically reflected the
assumption that conflict arises from both
opposing interests and incompatible goals
[30,31,32]. Rubin, Pruitt and Kim [33] argue that
conflict was “a perceived divergence of interests
or a belief that the parties" current aspirations
cannot be achieved simultaneously”. Consistent
with this theme of opposing interests and
incompatible goals De Dreu, Harinck and Van
Vianen [34] conclude that conflict involves “the
tension an individual or group experiences
because of perceived differences between him or
herself and another individual or group”, and
Jehn and Bendersky [35] define conflict as
“perceived incompatibilities or discrepant views
among the parties involved”.

Tjosvold [29] argues that this consistent
approach to defining conflict is not realistic: Not
every conflict involves a perceived divergence of
interests or goals. He states that “our common
definitions are misleading and have significantly
disrupted our understanding” [2]. Tjosvold’s [2]
definitional preference is drawn from Deutsch’s
[36] theory of co-operation and competition,
which indicates that defining the conflict as
opposing interests is fundamentally flawed.
Deutsch [36] defines conflict as incompatible
activities: one person's actions interfere or
obstruct another person's action. Incompatible
activities occur in co-operative and competitive
contexts and the protagonists determine
whether their interests are different or
compatible. How protagonists negotiate their
conflict will be determined in part by the extent
to which they believe their goals are co-
operative or competitive. A co-operative context
tends to facilitate constructive controversy,
whereas a competitive context tends to promote
destructive controversy.

2.4 Measures of Workplace Conflict
2.4.1 Intergroup conflict

This is also known as interdepartmental conflict.
It refers to conflict within an organization
between two or more units or groups. Examples
of this form of conflict are disputes between
managers and workers, production and
marketing, headquarters and field personnel.
Between labor and management is one

51

particular case of intergroup dispute. For
example, one group of employees can unite
against another group. Such conflicts can arise
from the differences in status and contradicting
goals of the groups. Intergroup conflict usually
leads to miscommunication or even to no
communication, affecting an organization's
ability to function. The manager can try to
resolve the problem through problem-solving
tactics or following an internal dispute resolution
process. Sometimes a facilitator can be useful to
help discuss issues of conflict and related
concerns. Such types of conflicts should be
solved quickly but if the problem continues it can
destroy the organization [37]. The conflict
between different groups or teams can become
a threat to organizational competitiveness [37].
One of the main seeds of Intergroup Conflict can
be cohesiveness, but a certain amount of it can
make a smooth-running team, but too much of it
can be harmful. The study of in-groups has
revealed such changes connected with
increased group cohesiveness: Firstly, members
of in-groups view themselves as unique
individuals but they stereotype members of
other groups as all alike. Secondly, In-group
members see themselves positively as people
with high moral standards, as opposite to
viewing members of other groups negatively and
as immoral people. Thirdly, outsiders are viewed
as a threat to the group and fourthly, In-group
members exaggerate differences between their
group and other groups. Lastly, In-group
thinking is an inseparable part of
organizational life, which is why it guarantees a
conflict. Managers cannot eliminate
in-group thinking, but they shouldn’t ignore it
[37].

2.5 Intra-group Conflict

This is also known as intradepartmental conflict.
It refers to conflict among members of a group
or between two or more subgroups within a
group in connection with its goals, tasks,
procedures, behavior and attitude [38]. Such a
dispute can often arise as a result of disputes or
conflicts between any or all of the members of a
party and its members.

Harmony with the company's divisions is
important. Among other aspects, such as
healthy relationships and efficiency, it helps to
sustain productivity and organizational morale.
When two or more people do not get along
together, that personal conflict can affect
everyone around them. Intra-group conflict may
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be connected with ethnic, religious or gender
prejudice, and also various personality
differences. Depending on how strong the
conflict is, a manager may need outside help to
resolve the issues for effective running of the
organization. Intra-group conflict describes a

situation in which group members hold
discrepant views (have different opinions,
attitudes, knowledge) or have interpersonal

incompatibilities with each other [28]. Several
sources and types of disagreements and
tensions were reported in the literature, starting
with the scarcity of resources, affective states
(stress and tensions) or cognitive states
(difference in  perceptions, opinions and
attitudes. These qualitative differences in the
nature of conflict were identified rather long ago,
yet it was in the 1990s when the literature on
conflict frames of reference [39] and intra-group
conflict [28] made a clear distinction between
task (or cognitive) and relational (or emotional)
conflict.

Task conflict refers to the disagreements among
the group members about the content of the
task due to different viewpoints, opinions and
ideas, while relationship conflict refers to
interpersonal incompatibilities and frictions
among the group members resulting in tension,
annoyance and animosity. Some empirical
studies supported the independence of these
two types of conflict [39,40], while others
doubted their conceptual independence [28].

Task conflict is expected to be beneficial for
group performance, increasing the quality of
decision as well as the acceptance of decisions
and satisfaction with the group outcome, while
relationship conflict has a negative impact on
group performance, group satisfaction and
commitment with the group, due to the fact that
it increases stress and anxiety and therefore it
limits the information processing abilities of the
group members [39]. Although intuitively
appealing, these differential effects were not
supported by the meta-analysis exploring the
impact of task and relationship conflict on group
performance and group members’ satisfaction
and showed that both types of conflict have
detrimental effects for group outcomes [28].
When the effects of task and relationship conflict
are examined simultaneously, the unique effect
of task conflict beyond relationship conflict is
weak or nonexistent [41,42]. In response to the
weak finding for task conflict, scholars have
recently proposed a contingency model whereby
the effects of each form of conflict depend on
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contextual factors such as task characteristics
[35].

2.6 Work Socialization and Workplace
Conflict

Both situational and personal factors are
essential to account for the variation in work
socialization behaviours [43]. In other words,
both organizational context and worker's own
efforts are important for effective work
socialization.

Work socialization is the process of learning the
norms, values, and accepted behaviors
associated with working as well as what work is
[20]. Furthermore, work socialization occurs
through working and is not simply something that
occurs prior to one’s employment, and also
acknowledges that individuals are an integral
part of the meaning making process; therefore, a
one-way indoctrination into working culture is not
viable because the individual is as important as
the work. This concept of work socialization
introduces a level of openness and honesty
where necessary so as to build high trust levels
in the organization [44].

Uncertainty was reduced with open and honest
communication, and resulted in the ability to
better collaborate and engage in constructive
disagreement [44] which results in maximum
cooperation. Openness and honesty were about
clear, timely and credible socialization channels.
Employees must feel safe and free to address
problems in the workplace by collaborating freely
and building high trust levels facilitates an
environment free from conflict. An environment
with a lesser degree of conflict will result in much
improved performance. Gajda (2004) proposed
that cooperation is focused on networking,
partnering, merging, and unifying, and these are
central to the activity of socialization.

From the foregoing point of view, we hereby
hypothesized thus:

Hos: There is no significant relationship
between socialization method of socio-
cultural diversity management and inter-
group conflict in major oil companies in
Nigeria.

There is no significant relationship
between synergistic approach of socio-
cultural diversity management and intra-
group conflict in major oil companies in
Nigeria.
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3. METHODOLOGY

The study adopted a cross-sectional survey in its
investigation of the variables. Primary data was
generated through self- administered
questionnaire. The population for the study was
two hundred and fifty-three (253) employees of
seven (7) selected manufacturing companies in
Port Harcourt. A total of 7 major multinational oil
companies were investigated. 35 administrative
management staff were sampled using the
stratified sampling technique. The spearman
correlation statistic was used in testing the
hypotheses formulated. The reliability of the
instrument was achieved by the use of the
Cronbach Alpha coefficient with all the items
scoring above 0.70. The hypotheses were tested
using the Spearman’s Rank Order Correlation
Coefficient with the aid of Statistical Package for
Social Sciences version 23.0. The tests were
carried out at a 95% confidence interval and a
0.05 level of significance.

4, DATA ANALYSIS AND RESULTS

The Spearman Rank Order Correlation
coefficient is calculated using the SPSS 21.0
version to establish the relationship among the
empirical referents of the predictor variable and
the measures of the criterion variable.
Correlation coefficient can range from -1.00 to
+1.00. The value of -1.00 represents a perfect
negative correlation while the value of +1.00
represents a perfect positive correlation. A value
of 0.00 represents a lack of correlation. In
testing hypotheses one to nine, the following
rules were upheld in accepting or rejecting our
alternate hypotheses: all the coefficient values
that indicate levels of significance (* or **) as
calculated using SPSS were accepted and
therefore our alternate hypotheses rejected;
when no significance is indicated in the
coefficient r value, we reject our alternate
hypotheses. Our confidence interval was set at
the 0.05 (two tailed) level of significance to test
the statistical significance of the data in this
study.

Ho,. There is no significant relationship between

- . socialization and intergroup conflict in the
4.1 Bivariate Analysis multinational oil companies in Nigeria.
Table 1. Correlation socialization and inter-group conflict
Socialization Intergroup
Spearman's rho Socialization Correlation 1.000 -834"
Coefficient
Sig. (2-tailed) . .000
N 35 35
Intergroup Correlation -.834 1.000
Coefficient
Sig. (2-tailed) .000 .
N 35 35
** Correlation is significant at the 0.01 level (2-tailed)
Source: Research Data, 2019
Table 2. Correlation for socialization and intra-group conflict
Socialization Intra-group
Spearman's rho  Socialization Correlation 1.000 -861
Coefficient
Sig. (2-tailed) . .000
N 35 35
Intra-group Correlation -.861 1.000
Coefficient
Sig. (2-tailed) .000 .
N 35 35

**.Correlation is significant at the 0.01 level (2-tailed)
Source: Research Data, 2019
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The above table shows a negative and significant
relationship between socialization and intergroup
conflict with a rho value of -0.834. This indicates
that there is 83.4% explanation of the
relationship between both variables, while 16.6%
are explained by other variables not considered
in this relationship. However, this statement is
true as the level of significance of 0.000 is lesser
than 0.05, therefore, the null hypothesis is
rejected, and its alternative form is accepted.
This states that there is a significant relationship
between socialization and intergroup conflict in
the studied multinational oil companies in
Nigeria.

4.2 Socialization and Intra-group Conflict

Ho,. There is no significant relationship between

socialization and intra-group conflict in the
multinational oil companies in
Nigeria.

The above table shows a negative and significant
relationship between socialization and intra-
group conflict with a rho value of -0.861. This
indicates that there is an 86.1% explanation of
the relationship between both variables, while
13.9% are explained by other variables not
considered in this relationship. However, this
statement is true as the level of significance of
0.000 is lesser than 0.05, therefore, the null
hypothesis is rejected, and its alternative form is
accepted. This states that there is a significant
relationship between socialization and intra-
group conflict in the multinational oil companies
in Nigeria.

5. DISCUSSION OF FINDINGS

5.1 Association between Socialization

and Intergroup Conflict

The findings from the data analysis revealed that
there is a negative and significant relationship
between socialization and intergroup conflict in
the multinational oil companies in Nigeria.
Socialization leads to organizational performance
and learning. According to Cheney, Zorn, Planalp
and Lair [20], companies that encouraged the
emergence of work socialization and managed
those that were critical to achieving desired
organizational performance results were more
successful. Organizations that had reduced the
work socialization gap allowed better resource
allocation by monitoring and developing
organizational competencies related to key
business activities [45].
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Socialization at work takes many forms. It has
been documented extensively that work
socialization is a necessary element for improved
organizational achievement and success [46].
Naturally, forms of work socialization takes place
throughout the day in both formal and informal
settings, but recent trends have prescribed more
formal means of work socialization structures be
placed among the workers to promote teaming,
innovation and productivity.

A work socialized organization is one in which all
the workers routinely work together in problem-
solving, examine work challenges and combine
resources to promote successful organizational
objectives attainment. According to Tracy [21]
work socialization practices which are focused on
workers, allow the power of collaboration to
harness multiple professional adults to focus and
provide opportunity and/or intervention strategies
for a particular work challenge through defined
teamwork. In a study by Edwards, Edwards,
Wahl, & Myers [47] preliminary results indicated
that work improvement through socialization had
positive effects on group work achievement.
Work socialization practices have also been
found to affect team level perceptions of
collegiality, trust, and efficacy through internal
accountability.

5.2 Association between Socialization

and Intra-group Conflict

The study finding revealed that there is a
negative and significant relationship
between socialization and intra-group
conflict in the multinational oil companies in
Nigeria.  Work  socialization leads to
organizational performance and learning.
Socialization is an inherently communicative
process [48,49]. Individuals learn and
influence the process through communication,
or the simultaneous experience of self and other
[47]. In other words, our realities are
socially constructed through communication,
and we only come to know ourselves
based on our relationships, interactions, and
experiences with others. A communicative
perspective acknowledges that we are
an active part of the socialization process and
that we are not simply indoctrinated into the
cultures that we are a part of but that we shape,
influence, and navigate the process as
it  occurs. This helps to  enhance
integration and cooperative within groups
[47].
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6. CONCLUSION AND RECOMMENDA-
TIONS

This study presented fourteen conclusions
depicting the research questions that were
conceptualized and obtained from the main
purpose of the study. Below are the various
conclusions reached from the findings of the
study:

i. Socialization contributes negatively and
significantly to inter-group conflict in the
multinational oil companies in Nigeria.

ii. Socialization contributes negatively and
significantly to intra-group conflict in the
multinational oil companies in Nigeria.

Based on the discussion and conclusion above,
the following recommendations are hereby

made: As a result of the foregoing, the
researcher makes the following
recommendations:

i. Organizations’ are advised to use

interactive and inclusive procedures to
appear synergistic in the eyes of the
workers so as to enable them become
compatible both to tasks and social ethics
as this reduces interpersonal conflict.

ii. Socialization practices is advised be part
and parcel of organizational fabric so as to
attain great heights in terms of workforce
cooperation which eliminates interpersonal
conflict.

iii. Multinational oil companies in Nigeria need
to develop measures that inculcate
socialization as this will foster cooperation
and reduce intrapersonal conflict.

iv. Multinational oil companies can create a
socialization team for herself as a role
model for the establishment of a
cooperative team workforce in order to
achieve organizational objectives easily.

COMPETING INTERESTS

Authors have declared that

interests exist.

REFERENCES

no competing

1. Spector PE, Jex SM. Development of four
self-report measures of job stressors and
strains: Interpersonal conflict at work scale,
organizational constraints scale,
quantitative  workload inventory, and
physical symptoms inventory. Journal of

55

10.

1.

Occupational Health Psychology.
1998;3:356-367
Tjosvold D. The conflict positive

organization: It depends on us. Journal of

Organizational Behavior. 2008;29(1):19-
28.
Fleetwood L, Karen L. The conflict

management styles and strategies of
educational managers. Unpublished
master's Thesis University of Delaware,
Newark; 1987.

Waldeck J, Myers K. Organizational
assimilation theory, research, and
implications for multiple areas of the
discipline: A state of the art review. In C. S.
Beck (Ed.), Communication yearbook New
York, NY: Lawrence Erlbaum Associates
Inc. 2008;31:322-367).

Jablin FM. Organizational entry,
assimilation, and disengagement. In F. M.
Jablin & L. L. Putnam (Eds.), The new
handbook of organizational communication
Thousand Oaks, CA: Sage. 2001;732-
818).

Van Maanen J, Schein EH. Toward a
theory of organizational socialization.
Research in Organizational Behavior.
1979;1:209-264.

Darity WA. International encyclopedia of
the social sciences. 2008;646- 649.
Available:http://go.galegroup.com.libproxy.!
ibrary.wmich.edu/ps/i.do?action=interpret&i
d=
GALE|CX3045302518&v=2.1&u=lom_wmi
chu&it=r&p=GVRL&sw=w&authC ount=1
Sandor KS. Understanding work
socialization: A qualitative study of a youth
employment program. A thesis submitted
to the Graduate College in partial
fulfilment of the requirements for the
degree of Master of Arts School of
Communication Western Michigan
University; 2014.

Chang L, Lin S. Newcomers’ socialization
by Intranet system. Computer and
Information Science. 2011;239-243.
Mischel W. Toward a cognitive social
learning reconceptualization of personality.
Psychological review. 1973;80(4):252-
283.

Davis GF, Powell WW. Organization-
environment relations. In M. D. Dunnette &
L. M. Hough (Eds.). Handbook of industrial
and organizational psychology.
1992;3:315-375.



12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

Sotonye et al.; AJEBA, 21(5): 47-57, 2021; Article no.AJEBA.65258

Bandura A. Self-efficacy: toward a unifying
theory of behavioral change. Psychological
review. 1977a;84(2):191-215.

Bandura A. Social learning theory. New
York: General Learning; 1977b.

Peterson DK. Deviant workplace behavior
and the organization’s ethical climate.
Journal of Business and Psychology.
2002;17(1):47-61.

Appelbaum SH, Deguire KJ, Lay M. The
relationship of ethical climate to deviant

workplace behaviour. The International
Journal of Business in  Society.
2005;5(4):43-55.

Judge TA, Cable DM. Applicant
personality, organizational culture, and
organization attraction. Personnel

Psychology. 1997;50(2);359-395.

Van Maanen J. People processing:
Strategies of organizational socialization.
Organizational Dynamics. 1987;7:19-36.
Covaleski MA, Dirsmith MW, Heian JB,
Samuel S. The calculated and the allowed:
Techniques of discipline and struggles
over identity in big six public accounting
firms. Administrative Science Quarterly.
1998;43:293-327.

Feij JA. Work socialization of young
people. In P. J. D. Drenth, H. Thierry, & C.
J. de Wolff (Eds.), Handbook of Work and
Organizational Psychology 2nd Edition
United Kingdom: Psychology Press, Ltd.
1998;207-256).

Cheney G, Zorn TE, Planalp S, Lair DJ.
Meaningful work and personal/social well-
being. In C. S. Beck (Ed.), Communication
Yearbook New York: Routledge.
2008;32:(137-185).

Tracy SJ. Qualitative research methods:
Collecting evidence, crafting analysis, and
communicating impact. UK: Wiley-
Blackwell Publishing; 2013.

Obi R. Stress and conflict in organisation.
In Ogunbameru O.A. (Ed.), Industrial
Sociology. Ibadan, Spectrum Books Ltd;
2012,

Henry O. Organisational conflict and its
effects on organizational performance.
Research Journal of Business
Management. 2009;2(1):16-24.

lkeda A, Veludo O, Campomar M.
Organisational conflicts perceived by
marketing executives. Electronic Journal of
Business and Organisational Studies.
2005;10(1):22-28.

Azamosa O. Industrial conflict in Nigerian
universities. The case of the Academic

56

26.

27.

28.

290.

30.

31.

32.

33.

34.

35.

staff union of the university teachers’ strike
of December 2002 - July 2003.
Department of Sociology Anthropology and
Applied Social Sciences, British University;
2004.

Available:http://ww.ajbms.com/articlepdfO1

0506pdf
Ajala M, Oghenekohwo J. Appraisal of
public policy on conflict resolution

forharmonious industrial relations practice
in Nigeria. Journal of African Labour
Studies. 2002;5(1 & 2):78-87.
Schulz-Hardt S, Mojzisch A, Vogelgesang
F. Dissent as a facilitator: Individual- and
group-level effects on creativity and
performance. In C. K. W. De Dreu & M. J.
Gelfand (Eds.), The organizational frontiers
series. The psychology of conflict and
conflict management in organizations New
York, NY, Taylor &  Francis
Group/Lawrence  Erlbaum  Associates.
2008;149-177).

De Dreu CKW, Weingart L. Task versus
relationship conflict, team performance,
and team member satisfaction: A meta-
analysis. Journal of Applied Psychology.
2003;88(4):741-749.

Tjosvold D. Defining conflict and making
choices about its management: Lighting
the dark side of organizational life.
International Journal of Conflict
Management. 2006;17(2):87-95.

Mack RW, Snyder RC. The analysis of
social conflict: Toward an overview and

synthesis. Conflict Resolution.
1957;1:212-48.

Pondy LR. Organizational conflict:
Concepts and models. Administrative

Science Quarterly. 1967;12:296—-320.
Schmidt SM, Kochan TA. Conflict: Toward
conceptual clarity. Administrative Science
Quarterly. 1972;17(3):359-370.

Rubin JZ, Pruitt DG, Kim SH. Social

conflict:  Escalation, stalemate, and
settlement. New York, NY:McGraw-Hill;
1994.

De Dreu CKW, Harinck F, van Vianen AE.
Conflict and performance in groups and
organizations. In C. Cooper & I. Robertson
(Eds.), International Review of Industrial
and Organizational Psychology.
Chichester: Wiley. 1999;369-414.

Jehn KA, Bendersky C. Intra-group conflict
in organizations: A contingencyperspective
on the conflict-outcome relationship.
Research in Organizational Behavior.
2003;25:187-242.



36.

37.

38.

39.

40.

41.

42.

43.

Sotonye et al.; AJEBA, 21(5): 47-57, 2021; Article no.AJEBA.65258

Deutsch M. Conflicts: Productive and
destructive. In conflict resolution through
communication. New York, NY: Harper &
Row; 1973.

Bankovskaya V. Development of conflict
management strategies to increase the
Organisational effectiveness in Nordic
companies. Master’s thesis Submitted to:
Reykjavik University, School of Business;
2012,

Riaz MK, Junaid FA. Types, sources, costs
and consequences of workplace conflict.
Asian Journal of Management Research.
2011;2(1):600-611.

Pinkley RI. Dimensions of conflict frame:
Disputants interpretations of conflict.
Journal of Applied Psychology.
1990;75:775-822.

Aiken LS, West SG. Multiple regression:
Testing and interpreting interactions.
Newbury Park, CA, USA: Sage; 1991.
Friedman RA, Tidd ST, Currall SC, Tsai
JC. What goes around comes around: The
impact of personal conflict style on work
conflict and stress. International Journal of
Conflict Management. 2000;11(1):32-55.
Medina FJ, Munduate L, Dorado MA,
Martinez I, Guerra JM. Types of intragroup
conflict and affective reactions. Journal of
Managerial Psychology. 2005;20(3/4):219-
230.

Ashforth BE, Sluss DM, Harrison SH.
Socialization in organizational contexts.

44.

45.

46.

47.

48.

49.

International Review of Industrial and
Organizational Psychology. 2007;22:1-70.
Shockley-Zalabak P, Morreale SP,
Hackman MZ. Building the high trust
organization: Strategies for supporting five
key dimensions of trust. San Francisco,
CA: Jossey-Bass; 2010.

Chen HM, Chang WY. The essence of the

competence  concept: Adopting an
organization's  sustained competitive
advantage viewpoint. Journal of
Management Organization. 2010:16(5),
677-699.

Goddard, YL, Goddard, RD, Tschannen-
Moran, M. A theoretical and empirical
investigation of teacher collaboration for
school improvement and student
achievement in public elementary schools.
Teacher College Record. 2007:109(4),
877-896.

Edwards A, Edwards C, Wahl ST, Myers
SA. The communication age. Los Angeles:
Sage; 2013.

Bullis C. Organizational socialization
research: Enabling, constraining, and
shifting  perspectives. = Communication
Monographs. 1993;60:10-17.

Clair RP. The political nature of the

colloquialism, “A real job”: Implications
for organizational socialize-
tion. Communication Monographs.

1996;63:249-267.

© 2021 Sotonye et al.; This is an Open Access article distributed under the terms of the Creative Commons Attribution License
(http://creativecommons.org/licenses/by/4.0), which permits unrestricted use, distribution, and reproduction in any medium,
provided the original work is properly cited.

Peer-review history:
The peer review history for this paper can be accessed here:
http://www. sdiarticle4.com/review-history/65258

57



