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                                      Abstract 
Ways of managing organizational conflict are as varied as its causes, origins and contexts. The 
purpose of conflict management, whether undertaken by the parties in conflict or whether involving 
the intervention of an outside party, is to affect the entire structure of a conflict situation so as to 
contain the destructive components in the conflict process (e.g. hostility, use of violence) and help 
the parties possessing incompatible goals to find some solution to their conflict. Effective conflict 
management succeeds in (1) minimizing disruption stemming from the existence of a conflict, and 
(2) providing a solution that is satisfactory and acceptable. 
 
In line with Ikechukwu Eze (1999), the culture of the people has a strong influence on the behaviours 
exhibited by such people in the organizations which they work. No wonder then why we took the 
cultural perspective in trying to understand the best ways of managing the dysfunctional 
Organizational Conflict. 
 
In this work we looked at the background of study and stated the problems from where the objectives 
of the study were derived. The relevant research question and significance of the study were also 
postulated. 
 
The researchers went ahead to lay the theoretical foundation of the study by reviewing some related 
and relevant literature on the topic. In chapter three, we presented a methodological framework 
which put in place the various methods, procedures and techniques through which the study was 
conducted, these include: the source of data collection, methods of data collection, population of the 
study, sample of the study, and method of data analysis. 
 
The data collected were analyzed and the following results emerged: 
i) Swedish bosses are democratic, always using their intuition and striving for consensus in 

their organizations. On the other hand, Nigerian bosses are autocratic, assertive and decisive.  
 

ii) In Sweden, the wide in salary between the top and bottom of the organization is very narrow. 
The reverse is the case in Nigerian organizations where the wide in salary between the top 
and bottom of the organization is very high. 
 

iii) In Swedish organizations, privileges and status symbols for managers are frowned at, task 
prevails over relationship, and hierarchy in their organizations means an inequality of roles 
established for convenience. On the contrary, in Nigerian organizations, privileges and status 
symbols for managers are popularized, relationship prevails over task, and hierarchy in their 
organizations reflects the existential inequality between higher-ups and lower-downs these. 

 
iv) In Swedish organizations, management is seen as management of individuals. The reverse is 

the case in Nigerian organizations where management is mainly seen as management of 
group. 

 
v) In Swedish organizations, conflicts are resolved by compromise and negotiation. But in 

Nigerian organizations, conflicts are basically resolved by: fighting them out; avoidance and 
smoothing.  
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vi) Swedish employees have emotional need to be busy, an inner urge to work hard. They as 

well have a natural drive for precision and punctuality. In comparison, the Nigerian 
employees feel comfortable when lazy, or hard-working only when needed. They try to learn 
being precise and punctual.  

 
 
vii) Finally Swedish employees have average tolerance of deviant and innovative ideas and 

behaviour, through this way functional conflict and the gains that come with it are in check. 
However, Nigerian employees have high tolerance of deviant and innovative ideas and 
behaviour. In as much as this is good for the growth of the organization, but the functional 
conflict that comes with it if not properly harnessed can lead to dysfunction conflict. 

 
Based on the findings highlighted above, the following are the recommendations proffered by the 
researchers:-  
Since it is almost impossible, to manage conflicts without taking into cognizance the culture in which 
they emanate, Nigerians on the long run should embark on cultural transformation which should 
gradually permeate into their organizations, this they do by borrowing a leaf from their Swedish 
counterparts. By so doing, this will radically reduce the incidence of conflicts in the Nigerian 
organizations. 

 
In addition, Nigerian employees/managers and bosses should continually encourage settling conflicts 
arising in their organizations through compromise and negotiation. 
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Chapter One 

            1.1 Background of the Study. 

According to Pawlak (1998) in Ana Akemi Ikeda et el (2005), in a conflict, the minimum of two 
parts, the so-called agents are in dispute about some issue. Agents can be individuals, groups, 
companies, states, political parties and others.  
 
Katz and Kahn (1978, p. 615) define conflict as some specific type of interaction, marked by 
obstruction struggle, constraining or prejudicial act and by resistance or retaliation against these 
efforts. 
 
However Stephen P. Robbins (1998:435) encourages conflict on the grounds that a harmonious, 
peaceful, tranquil, and cooperative group is prone to becoming static, apathetic, and nonresponsive to 
needs for change and innovation. He therefore encouraged group leaders to maintain an ongoing 
minimum level of conflict-enough to keep the group viable, self critical, and creative  
 
At this stage, we state that we are interested in the negative or dysfunctional organizational conflict, 
as it is a cankerworm that has eaten deep into the fabrics of Nigerian organizations. We appreciate 
the role of culture in conflict and conflict management, as the national culture is a big playing in 
formation and reformation of organizational culture. 
 
Kroeber and Kluckhohn (1952) in Tim Hannagan (2005) states that culture consists of patterns, 
explicit and implicit, of and for behaviour acquired and transmitted by symbols, constituting the 
distinctive achievement of human groups, including their embodiments in artifacts: the essential core 
of culture consists of traditional (i.e. historically derived and selected) ideas and especially their 
attached values. Culture therefore helps us to define not only individual attitudes and behaviours 
(including that of managers), but also business norms. It is difficult to isolate the business culture in a 
country from that appertaining to the people and their society. 
 
Mole (1990) also in Tim Hannagan (2005) defines culture as ‘the way we do things around here’, 
recognising that people and organizations in different countries, as a result of their specific cultural 
backgrounds, behave differently, and that to analyse the situation any further is extremely difficult. 
 
In line with Ikechukwu Eze (1999), the culture of the people has a strong influence on the behaviours 
exhibited by such people in the organizations which they work. 
 
After a long period of conflict with the production manager at Emenite Ltd Emene Enugu Nigeria, 
Ugochukwu Okeke a quality controller at the production department of the organization, decided to 
call it a quit. ‘‘I tried to save my job’’ he says, ‘‘but my boss could not recommend me for 
promotion, after all my colleagues and even my juniors were promoted to senior staff position. I 
continually reported to Human Resources Manager but the case received no serious attention, I was 
frustrated and had to quit.’’ 
 
Ugochukwu Okeke is not alone in his plight. In 2003, the Academic Staff Union of Universities 
(ASUU) Nigeria was involved in a trade dispute with the Federal Government. It was not the first 
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time, but it was one battle that ASUU embarked on to make a point about the state of the country’s 
tertiary institutions. The industrial action was suspended after six months; and a lot of concerned 
stakeholders had intervened. Barely six years after, ASUU revisited its long battle with the Federal   

Government, and at a time when a university graduate and protagonist of the rule of law, President 
Umaru Yar’Adua, is at the helm of affairs. ASUU is fighting for the same thing as it did in 2003 — 
improved funding of university education, improved welfare package commensurate with the 
political class, autonomy etc. while employing the same strategy -- an indefinite strike action. After 
four months, a two-week suspension or period of moratorium was declared so that ASUU executive 
will meet their state chapters to discuss government’s new proposal. As gotten from 
http://theguardianlifemagazine.blogspot.com/2009/10/suspension-of-asuu-strike-matters.html 

Martin Andersson an employee at FREDS, AB Sweden has this to say ‘‘in as much as we use to have 
some trivial conflicts among workers in the organization, but any serious conflict reported to the 
human resources manager is quickly investigated and settled. In this way, a healthy working 
environment is maintained.’’ 

We as well gathered from Ingrid Alexandersson, the student administrator at the university of Malmo 
Sweden, that ‘‘ at least in the last twenty years, there has not been any strike action among the 
Swedish universities resulting in general closure of the universities.’’ 

 
1.2  Statement of Problems. 

From the experience of the researchers as Nigerians who have worked in Nigerian organizations, 
studied and now work in Sweden, we have come to understand that: 

1) In Nigerian organizations, a lot of conflicts are caused due to lack of absolute standard of 
openness, honesty, trustworthiness and mutual respect. But in Swedish organizations, because 
of high level of openness, honesty and trustworthiness, such conflicts are very much reduced. 
 

2) In Nigerian organizations, many conflicts arise as a result of physical and psychological 
barriers, especially those between seniors and subordinates, and those between departments, 
divisions and functions. This is not reasonably so in Swedish organizations. 
 

3) In Nigerian organizations, much conflict is as a result of inability to meet expectations and 
fulfil promises. However, such conflicts are at minimal in Swedish organizations as they 
always strive to meet expectations and fulfil promises. 
 

4) A lot of conflicts are caused in Nigerian organizations due to unfairness, unevenness and 
inequality of personal and professional treatment, often linked to favouritism and 
scapegoating. In Swedish organizations, such conflicts are on the check. 
 

5) In Nigerian organizations, conflict is basically resolved by avoidance and smoothing. In 
Swedish organizations, conflicts are resolved by compromise and negotiation.  
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6) There are lots of conflicts in Nigerian organizations arising from vested interests and pressure 
groups. Though there are pressure groups in Swedish organizations, but conflicts associated 
with it are much reduced. 

 
Really, Nigerian organizations have suffered from incessant strike actions and industrial disharmony; 
these however may have been caused by the culture of the people. On the other hand, Sweden has  
been a country with a good history of organizational conflict management. Though organizations 
witness conflicts on daily basis, but that sparingly result in strike actions leading to loss of man-hour 
in Swedish organizations. This may have also been caused by the culture of the people. 
 
 

 

1.3 Objective of the Study 

The objective of this study is: 
To explore how national culture influences conflict management through a comparison between 
Sweden and Nigeria. 
 
 
1.4 Research Question 

The question raised in this research is: 
 In what ways, if any, does national culture influence organizational conflict and the dominant forms 
of conflict management? 
 
 

     1.5 Significance of the Study. 

This study is significant in the following ways:- 
1) To organizations in Nigeria, it will open up other ways of viewing, 

understanding and managing organizational conflicts. 
2) To the educational and research institutions, the study will be useful for teaching 

and for research purposes. 
3) To other organizations worldwide, it will serve as a reference material in 

developing strategies and decisions towards stimulating and settling 
organizational conflict 
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Chapter Two: Literature Review   

      2.1 Conflict.  

Stephen P. Robbins (1998:434), defined conflict as a process that begins when one party perceives 
that another party has negatively affected, or is about to negatively affect something that the first 
person cares about. 

 
2.2 Different Views of Conflict. 

 Stephen P. Robbins (1998:434) also identified three views of conflict as: the traditional view; the 
human relations view; the interactionist view. The Traditional view: Under this view, all conflict is 
harmful and must be avoided.  This view was consistent with the attitudes that prevailed about group 
behaviour in the 1930s and 1940s. Conflict was seen as a dysfunctional outcome resulting from poor 
communication, a lack of openness and trust between people, and the failure of managers to be 
responsive to the needs and aspirations of their employees (Stephen P. Robbins 1998:435).The 
Human Relations View: The human relations position argued that conflict was a natural occurrence 
in all groups and organizations. Since conflict was inevitable, the human relations school advocated 
acceptance of conflict. Proponents rationalized its existence: It cannot be eliminated, and there are 
even times when conflict may benefit a group’s performance. The human relations view dominated 
conflict theory from the late 1940s through the mid 1970s (Stephen P. Robbins 1998:435).The 
Interactionist View: While the human relations approach accepted conflict, the Interactionist 
approach encourages conflict on the grounds that a harmonious, peaceful, tranquil, and cooperative 
group is prone to becoming static, apathetic, and nonresponsive to needs for change and innovation. 
The major contribution of the Interactionist approach, therefore, is encouraging group leaders to 
maintain an ongoing minimum level of conflict-enough to keep the group viable, self critical, and 
creative (Stephen P. Robbins 1998:435). 

 
 
2.3 Organizational Conflict. 

Organizational conflict is a state of discord caused by the actual or perceived opposition of needs, 
values and interest between people working together. As retrieved from 
http://en.wikipedia.org/wiki/Organisational_conflict 

 
2.4 Types of Organizational Conflict.  

Ronald R. Sims (2002:246), went ahead to write about two types of organizational conflict thus: 
functional conflict and dysfunctional conflict. Functional Conflict: Functional conflict is healthy, 
constructive disagreement between two or more people or groups. Functional conflict can improve an 
individual’s or group’s performance. Functional conflict can bring about a greater awareness of 
problems, enhance the search for solutions, release innovations, and motivate employees to change 
and adapt when advisable (Ronald R. Sims 2002:246). Dysfunctional Conflict: Dysfunctional 
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conflict is an unhealthy, destructive disagreement between two or more people or groups. Its danger 
is that it takes the focus away from the work to be done and places the focus on the conflict itself and 
the parties involved. Dysfunctional conflict can create distorted perceptions, negative stereotyping, 
poor communication, decreased productivity, and can even result to sabotage (Ronald R. Sims 
2002:246). 

 
 
2.5 Kinds of Organizational Conflict. 

There are four kinds of organizational conflict thus:-   
Intrapersonal: According to Ronald R. Sims (2002:249), intrapersonal conflict is an internal 
struggle within an individual. This type of conflict often results from problems with a person’s role in 
the organization-that is, conflict between the person’s expectations about the role and the 
expectations of others. Gary Dessler (1982), opined that ‘‘Role conflict’’ is a familiar example of 
intrapersonal conflict. Interpersonal: Conflicts in organizations can also be interpersonal and occur 
between individuals, or between individuals and groups (Gary Dessler 1982). Intergroup: 
Schermerhorn et al (1997) stated that intergroup conflict occurs among groups in an organization. As 
extracted from Wikipedia, intergroup conflict occurs in two general forms: horizontal strain and 
vertical strain. 
Inter-organizational: Schermerhorn et al (1997) also wrote that inter-organizational conflict occurs 
between organizations. 

 
 
2.6 Sources of Organizational Conflict. 

Richard Pettinger (1996:324) identified eleven sources of conflict in organizations, thus: 
7) Competition for resources and the basis on which this is conducted. 
8) Lack of absolute standard of openness, honesty, trustworthiness and integrity in general 

organizational behaviour and in dealings between staff, departments, divisions and functions, 
between different grades of staff and between seniors and subordinates; lack of mutual 
respect. 

9) Lack of shared values, commitment, enthusiasm, motivation and low morale. 
10) Unfairness, unevenness and inequality of personal and professional treatment, often linked to 

perceptions (and realities) of favouritism and scapegoating. 
11) Physical and psychological barriers, especially those between seniors and subordinates, and 

those between departments, divisions and functions. 
12) Inability to meet expectations and fulfil promises; this is always compounded by the use of 

bureaucratic (mealy-mouthed) words and phrases. 
13) Expediency and short-termism that interferes with dilutes the results that would otherwise be 

achieved. 
14) The nature of work and its professional, expert and technical context. 
15) The structure of work, and the division and allocation of tasks and jobs. 
16) People involved; their hopes and fears, aspirations, ambitions, beliefs, attitudes and values.  
17) The presence of vested interests and pressure groups. 
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2.7 Conflict Management  

Ways of managing organizational conflict are as varied as its causes, origins and contexts. The 
purpose of conflict management, whether undertaken by the parties in conflict or whether involving 
the intervention of an outside party, is to affect the entire structure of a conflict situation so as to 
contain the destructive components in the conflict process (e.g. hostility, use of violence) and help 
the parties possessing incompatible goals to find some solution to their conflict. Effective conflict 
management succeeds in (1) minimizing disruption stemming from the existence of a conflict, and 
(2) providing a solution that is satisfactory and acceptable. 

 
 
2.8 Ways of managing organizational conflict. 

Stephen P. Robbins (1998:444) identified nine conflict resolution techniques such as:- 
1) Problem solving. 
2) Super ordinate goals. 
3) Expansion of resources. 
4) Avoidance. 
5) Smoothing. 
6) Compromise. 
7) Authoritative command. 
8) Altering the human variable. 
9) Altering the structural variables. 
 
1) Problem solving: Face to face meeting of the conflicting parties for the purpose of identifying 

the problem and solving it through open discussion. 
 

2) Super ordinate goals: Creating a shared goal that cannot be attained without the cooperation of 
each of the conflicting parties.  

 
3) Expansion of resources: When a conflict is caused by scarcity of resources-say, money, 

promotion opportunities, office space-expansion of the resource can create a win-win solution. 
 

4) Avoidance: Withdrawal from, or suppression of, the conflict. 
 

5) Smoothing: Playing down differences while emphasizing common interests between the 
conflicting parties. 

 
6) Compromise: Each part to the conflict gives up something of value. 

 
7) Authoritative command: Management uses its formal authority to resolve the conflict and then 

communicates its desires to the parties involved. 
 

8) Altering the human variable: Using behavioural change techniques to such as human relations 
training to alter attitudes and behaviours that cause conflict. 
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9) Altering the structural variables: Changing the formal organization structure and the 
interaction patterns of conflicting parties through job redesign, transfers, creation of coordinating 
positions, and the like. 

 
 

2.9 Conflict Stimulation Techniques 

Stephen P. Robbins (1998:444) also identified four conflict stimulation techniques such as:- 

      1) Communication 
      2) Bringing in outsiders 

3) Restructuring the organization 
      4) Appointing a devil’s advocate. 

 
 
1) Communication: Using ambiguous or threatening messages to increase conflict levels. 
 
2) Bringing in outsiders: Adding employees to a group whose backgrounds, values, attitudes, or 

managerial styles differ from those of present members. 
 

3) Restructuring the organization: Realigning work groups, altering rules and regulations, 
increasing interdependence, and making similar structural changes to disrupt the status quo. 

 
4) Appointing a devil’s advocate: Designating a critic to purposely argue against the majority 

positions held by the group. 

 
 
2.10 Managing Organizational Conflict: A Cultural Approach 

Kroeber and Kluckhohn (1952) in Tim Hannagan (2005) states that culture consists of patterns, 
explicit and implicit, of and for behaviour acquired and transmitted by symbols, constituting the 
distinctive achievement of human groups, including their embodiments in artifacts: the essential core 
of culture consists of traditional (i.e. historically derived and selected) ideas and especially their 
attached values. Culture therefore helps us to define not only individual attitudes and behaviours 
(including that of managers), but also business norms. It is difficult to isolate the business culture in a 
country from that appertaining to the people and their society. 

 
Mole (1990) also in Tim Hannagan (2005) defines culture as ‘the way we do things around here’, 
recognising that people and organizations in different countries, as a result of their specific cultural 
backgrounds, behave differently, and that to analyse the situation any further is extremely difficult. 
 
In line with Ikechukwu Eze (1999), the culture of the people has a strong influence on the behaviours 
exhibited by such people in the organizations which they work. 
 
According to Koc,E (2010), culture can be defined as the shared learned behavior and meanings that 
are socially transferred in various life-activity settings for purposes of individual and collective 
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adjustment and adaptation (Marsella, 2005). Culture provides the social norms and rules that regulate 
and guide interpersonal behaviors, and it can also have an influence through values, self-construal, 
and relational orientations of individuals in a society ([Fiske et al., 1998], [Goodwin, 1999] and 
[Markus and Kitayama, 1991]). Thus, as culture may influence perceptions, attitudes and behaviors, 
it may also influence perceptions of various modes of communications and strategies for managing 
conflict ([Gudykunst and Matsumoto, 1996] and [Oetzel and Ting-Toomey, 2003]).As culture would 
influence values, attitudes and behaviors of individuals, various cultural characteristics may influence 
attitudes and behaviors towards conflict and management of conflict. According to Thomas (1992) 
individuals or groups may choose to behave in a number of ways in handling conflict which may be 
described as strategies or dimensions of conflict management styles. The individual's or group's 
desire to satisfy his own/their group's concerns and the individual's or group's desire to satisfy other's 
or other groups’ concerns determine the level of assertiveness and cooperation (see Fig. 1). The level 
of assertiveness and cooperation are referred to as concern for production and concern for people by 
Blake and Mouton (1970), concern for self and concern for others by Rahim (1992) and concern for 
personal goals and concern for relationships by Hall (1969) and Renwick (1975). 

 

 

 
Fig.1. Dimensions of conflict management styles (adapted from Thomas, 1992). 
 

Based on the level of assertiveness and cooperativeness these conflict management styles are 
competing, collaborating, avoiding, accommodating, and compromising or sharing (Thomas, 1992).  

Hofstede (1991), identified some factors which should be considered while analyzing conflict 
management styles from the cultural approach. Among them are: 
 1) Power distance 
2) Individualism versus collectivism 
3) Masculinity versus femininity 
4) Uncertainty avoidance 
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2.10.1 Power distance 

According to Hofstede (1991), power distance is the extent to which the less powerful members of 
institutions and organizations within a country expect and accept that power is distributed unequally. 
‘Institutions’ are the basic elements of society like the family, school, and the community; 
‘organizations’ are the places where people work.   

 
Hofstede (1991) stated the key differences between small and large power distance societies, general 
norm, family, school, and workplace as thus: 
 
Hofstede (1991) stated the key differences between small and large power distance societies, general 
norm, family, school, and workplace as thus: 

 Small power distance Large power distance 

1 Inequalities among people should be 
minimized. 

Inequalities among people are both expected 
and desired. 

2 There should be, and there is to some extent, 
interdependence between less and more 
powerful people. 

Less powerful people should be dependent 
on the more powerful; in practice, less 
powerful people are polarized between 
dependence and counterdependence. 

3 Parents treat children as equals. Parents teach children obedience. 
 

4 Children treat parents as equals. Children treat parents with respect. 

5 Teachers expect initiatives from students in 
class. 

Teachers are expected to take all initiatives 
in class. 

6 Teachers are expected to transfer impersonal 
truths. 

Teachers are gurus who transfer personal 
wisdom. 

7 Students treat teachers as equals. Students treat teachers with respect. 

8 More educated persons hold less 
authoritarian values than less educated 
persons. 

Both more and less educated persons show 
almost equally authoritarian values. 

9 Hierarchy in organizations means an 
inequality of roles, established for 
convenience. 

Hierarchy in organizations reflects the 
existential inequality between higher-ups 
and lower-downs. 

10 Decentralization is popular. Centralization is popular. 

11 Narrow salary range between top and 
bottom of organization. 

Wide salary range between top and bottom 
of organization. 

12 Subordinates expect to be consulted. Subordinates expect to be told what to do. 

13 The idea of boss is a resourceful democrat. The idea of boss is a benevolent autocrat or 
good father. 

14 Privileges and status symbols are frowned 
upon. 

Privileges and status symbols for managers 
are both expected and popular. 
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In the large power distance situation, power is seen as a basic fact of society which precedes the 
choice between good and evil. Its legitimacy is irrelevant. Might prevails over right. This is a strong 
statement which may rarely be presented in this form, but which is reflected in the behaviour of those 
in power, and the ordinary people, (Hofstede 1991). 
 
In the small power distance society, a feeling dominates that the use of power should be legitimate 
and subject to the judgment between good and evil. Inequality is considered basically undesirable; 
although unavoidable, it should be minimized by political means. The law should guarantee that 
everybody, regardless of status, has equal rights (Hofstede 1991).  
 
 
 
2.10.2 Individualism versus collectivism 

Individualism pertains to societies in which the ties between individuals are loose: everyone is 
expected to look after himself or herself and his or her immediate family. Collectivism as its opposite 
pertains to societies in which people from birth onwards are integrated into strong, cohesive 
ingroups, which throughout people’s lifetime continue to protect them in exchange for unquestioning 
loyalty (Hofstede 1991). 

 
Hofstede (1991) stated the key differences between collectivist and individualist societies, general 
norm, family, school, and workplace as thus: 

 Collectivist Individualist 

1 People are born into extended families or 
other ingroups which continue to protect 
them in exchange for loyalty. 

Everybody grows up to look after him/herself 
and his/her immediate (nuclear) family only. 

2 Identity is based in the social network to 
which one belongs. 

Identity is based in the individual. 

3 Children learn to think in terms of  ‘we’ Children learn to think in terms of  ‘I’ 

4 Harmony should always be maintained 
and direct confrontations avoided. 

Speaking one’s mind is a characteristic of an 
honest person. 

5 High-context communication. Low-context communication. 

6 Trespassing leads to shame and loss of 
face for self and group. 

Trespassing leads to guilt and loss of self-
respect. 

7 Purpose of education is learning how to 
do. 

Purpose of education is learning how to learn. 
 

8 Diplomas provide entry to higher status 
groups. 

Diplomas increase economic worth and/or 
self-respect. 

9 Relationship employer-employee is 
perceived in moral terms, like a family 
link. 

Relationship employer-employee is a contract 
supposed to be based on mutual advantage. 

10 Hiring and promotion decisions take 
employees’ in-group into account. 

Hiring and promotion decisions are supposed 
to be based on skills and rules only. 
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11 Management is management of groups. Management is management of individuals. 

12 Relationship prevails over task. Task prevails over relationship. 

 
 
 
 

2.10.3 Masculinity versus femininity 

According to Hofstede (1991), masculinity pertains to societies in which social gender roles are 
clearly distinct (i.e., men are supposed to be assertive, tough, and focused on material success 
whereas women are supposed to be more modest, tender, and concerned with the quality of life); 
femininity pertains to societies in which social gender roles overlap (i.e., both men and women are 
supposed to be modest, tender, and concerned with quality of life). 

 
Hofstede (1991) stated the key differences between feminine and masculine societies, general norm, 
family, school, and workplace as thus: 

 Feminine Masculine 

1 Dominant values in the society are caring 
for others and preservation. 

Dominant values in the society are material 
success and progress. 

2 People and warm relationships are 
important. 

Money and things are important. 

3 Everybody is supposed to be modest. Men are supposed to be assertive, ambitious, 
and tough. 

4 Both men and women are allowed to be 
tender and to be concerned with 
relationships. 

Women are supposed to be tender and to take 
care of relationships. 

5 In the family, both fathers and mothers 
deal with facts and feelings. 

In the family, fathers deal with facts and 
mothers with feelings. 

6 Both boys and girls are allowed to cry but 
neither should fight. 

Girls cry, boys don’t; boys should fight back 
when attacked, girls shouldn’t fight. 

7 Sympathy for the weak. Sympathy for the strong. 

8 Average student is the norm. Best student is the norm. 

9 Failing in school is a minor accident. Failing in school is a disaster. 

10 Friendliness in teachers appreciated. Brilliance in teachers appreciated. 

11 Boys and girls study same subjects. Boys and girls study different subjects. 
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12 Work in order to live. Live in order to work. 

13 Managers use intuition and strive for 
consensus. 

Managers expected to be decisive and 
assertive. 

14 Stress on equality, solidarity, and quality 
of work life. 

Stress on equity, competition among 
colleagues, and performance. 

15 Resolution of conflicts by compromise 
and negotiation. 

Resolution of conflicts by fighting them out. 

 
 
 
 
2.10.4 Uncertainty avoidance 

According to Hofstede (1991), uncertainty avoidance is the extent to which the members of a culture 
feel threatened by uncertain or unknown situations. This feeling is, among other things, expressed 
through nervous stress and in a need for predictability: a need for written and unwritten rules. 

 
Hofstede (1991) stated the key differences between weak and strong uncertainty avoidance societies, 
general norm, family, school, and workplace as thus: 

 Weak uncertainty avoidance Strong uncertainty avoidance 

1 Uncertainty is a normal feature of life and 
each day is accepted as it comes. 

The uncertainty inherent in life is felt as a 
continuous threat which must be fought. 

2 Low stress; subjective feeling of well 
being. 

High stress; subjective feeling of anxiety. 
 

3 Aggression and emotions should not be 
shown. 

Aggression and emotions may at proper times 
and places be ventilated. 

4 Comfortable in ambiguous situations and 
with unfamiliar risks. 

Acceptance of familiar risks; fear of 
ambiguous situations and of unfamiliar risks. 

5 Lenient rules for children on what is dirty 
and taboo. 

Tight rules for children on what is dirty and 
taboo. 

6 What is different is curious. What is different is dangerous. 

7 Students comfortable with open-ended 
learning situations and concerned with 
good discussions. 

Students comfortable in structured learning 
situations and concerned with the right 
answers. 

8 Teachers may say ‘I don’t know’. Teachers supposed to have all the answers. 

9 There should not be more rules than is 
strictly necessary. 

Emotional need for rules, even if these will 
never work. 

10 Time is a framework for orientation. Time is money. 
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11 Comfortable feeling when lazy; hard-
working only when needed. 

Emotional need to be busy; inner urge to work 
hard. 

12 Precision and punctuality have to be 
learned. 

Precision and punctuality come naturally. 

13 Tolerance of deviant and innovative ideas 
and behaviour. 

Suppression of deviant ideas and behaviour; 
resistance to innovation. 

14  Motivation by achievement and esteem or 
belongingness. 

Motivation by security and esteem or 
belongingness. 
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Chapter Three: Research Methodology 
    3.0 Introduction. 

Research methodology can be described as the procedure for investigating and the framework for 
studying a defined problem in order to facilitate a factual assessment of the problem under study for 
the purpose of drawing meaningful conclusions. 

The research methodology applied for this write-up is discussed under the following subheadings:- 
 Source of data collection. 
 Methods of data collection. 
 Population of the study. 
 Sample of the study. 
 Method of data analysis 

 
 
3.1 Source of data collection. 

The researchers collected the required information for this research work through primary and 
secondary sources. 

 
Primary data: - This consists of figures collected at first hand In order to satisfy the purposes of a 
particular statistical enquiry (Gregory and Ward 1978:5). In order words, primary sources data are 
collected by the researchers themselves and for their own use. In this work, primary data was 
collected from sixty employees in each of the two countries of Sweden and Nigeria using the 
questionnaire. These people were randomly selected and work in various organizations. 
 
Secondary data: - According to Ephraim N.M (1997:71), secondary data are those which have 
already been collected by some other persons and have passed through some statistical process at 
least once. They are usually in the form of finished products since they have been statistically treated 
in one form or the other. 
In this research however, the researchers consulted a lot of trade and professional journals, books, 
reports submitted by research scholars from Blekinge Institute of Technology Sweden. 
 

    
3.2 Method of data collection. 

Questionnaire was employed for the purpose of primary data collection. This research instrument was 
adequate to provide the information needed to produce an objective research. 

 
 3.2.1 The Questionnaire method. 

The questionnaires were designed in concise and precise language to avoid ambiguity and arouse the 
interest of respondent. The questionnaires consisted of structured (close ended) multiple choice 
answers provided to respondents which involved the ticking of the appropriate answers. 

The questionnaire has a letter of introduction attached to it. The letter sought the co-operation of the 
respondents and assured them that the data collected will only be used for the purpose of this 
research. 
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We have used some control variables (i.e. age, length of service, academic qualification) on the 
respondents to collect and analyze the survey data. 
 
3.3 Population of study. 

Population means the entire aggregate of individuals or items from which samples were drawn 
(Porkers 1988). The Swedish labor force stood at 4.93 million as at February 19, 2010 according to 
figures gotten from http://www.indexmundi.com/sweden/labor_force.html. Secondly, the Nigerian 
labour force stood at 47.33 million as at February 19, 2010 according figures gotten from 
http://www.indexmundi.com/nigeria/labor_force.html.  
 
 
3.4 Sample size.  

Due to the largeness of the population, the researchers studied 60 employees in each of the two 
countries. These people were randomly selected and work in various organizations.  

 
3.4.1 Criteria for selection of sample size 

The employees were selected based on the following criteria: 
a) Age: before an employee is selected, he or she must be at least 20 years of age as in most 

countries, minimum working age limited is 18 years. The 20 years of age will take care of the 
minimum working age of 18 plus at least 2 years work experience in the country under study.  
 

b) Academic Qualification: every employee selected must possess at least secondary or high 
school certificate as this is a way of ensuring that the employee understands the topic under study. 

 
c) Length of employment: every employee selected must have been employed for at least two 

years in the country under study. In this way the employee must have imbibed the culture of the 
country under study.   

  

 3.4.2 Sampling Procedure. 

 The target population of this research are employees in Nigeria and Sweden. This is because they are 
the people that witness conflict in their work areas. We have decided not to bring in the 
characteristics of the sample such as managerial level, the departments they belong, hierarchy 
positions, industry, type and size of organizations. This is because conflict is witnesses in all facets of 
the organization.  

We have applied simple random sampling for the survey procedure. Out of 4.93 million Swedish labour 
force, and 47.33 million Nigerian labour force, we have randomly selected only 60 employees from each 
country for the survey procedure to make the research fruitful.              

 
   
 

3.5 Method of data analysis 

 Tables and simple percentages were used in analysing the different variables.  
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Chapter Four: Data Presentation and Analysis 

 
4.0 Introduction 

This section is concerned with the presentation and analysis of the data collected. This is done with 
the aid of tables and statistical figures. 

 
 
4.1 Distribution and Return of Questionnaires in Sweden 

 The questionnaires were distributed to sixty (60) randomly selected Swedish employees who work in 
various organizations in Sweden. Out of the sixty (60) questionnaires administered only fifty six (56) 
were answered correctly and returned. This is represented in the table below. 

 
Table 4.1.1 Distribution and Return of Questionnaire 
Number of questionnaire 
distributed 

Number of questionnaire 
returned 

Percentage of questionnaire 
returned 

60 56 93.333% 

Source: Survey Data 2010. 
 
 
4.2 Presentation and Analysis of Data from Swedish Respondents 
 
Table 4.2.1 Sex 
Options Frequency Percentage (%) 

MALE 30 53.6 (%) 

FEMALE 26 46.4 (%) 

Total 56 100 (%) 

Source: Survey Data 2010. 
Table 4.2.1 shows that 30 Swedish employees representing 53.6 % of the respondents are males 
while 26 employees representing 46.4 % of the respondents are females.  
 
 
 
 
Table 4.2.2: Age 
Options Frequency Percentage (%) 

20-30 years 20 35.7 

31-40 years 16 28.6 
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Source: Survey Data 2010. 
Table 4.2.2 Shows that 20 employees representing 35.7 % of the respondents are within the age of 
20-30 years. 16 employees representing 28.6 % of the respondents are within the age of 31-40 years, 
while 14 employees representing 25 % of the respondents are within the age of 41-50 years. Only 6 
employees representing 10.7 % of the respondents are above 50 years of age. 
 
Table 4.2.3 Educational Qualification 

Source: Survey Data 2010 
Table 4.2.3 depicts that 15 employees representing 26.7 % of the respondents have secondary/ higher 
school certificate, 10 employees representing 17.9 % of the respondents are with O.N.D/ N.C.E, 
while 21 employees representing 37.5 % of the respondents hold B.Sc/ HND. 8 employees 
representing 14.3 % of the respondents have MBA/ M.Sc, and only 2 employees are Ph.D holders. 
 
Table 4.2.4: How can you assess the consultation of subordinates while making important 
decisions in your organization? 
Options Frequency Percentage (%) 

Very high 54 96.4 

High 2 3.6 

Average - - 

Low - - 

Very low   - - 

Not at all - - 

41-50 years 14 25.0 

Above 50 years  6 10.7 

Total 56 100.0 

Options Frequency Percentage (%) 

Secondary/Higher school certificate 15 26.7 

OND/ NCE 
 

10 17.9 

B.Sc/ HND 21 37.5 

MBA/M.Sc 
 

8 14.3 

Ph.D 
 

2 3.6 

Total 56 100.0 
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Total 56 100.0 

Source: Survey 2010 
Table 4.2.4 Shows that 54 employees representing 96.4 % of the respondents said that subordinates 
are very highly consulted while making important decisions in their organizations, while 2 
employees representing 3.6 % of the respondents said that subordinates are highly consulted while 
making important decisions in their organizations. 
 
Table 4.2.5: How do you see the wide in salary range between top and bottom of your 
organization? 

Options Frequency Percentage (%) 

Very high - - 

High - - 

Average - - 

Narrow 53 94.6 

Very Narrow 3 5.4 

Total 56 100.0 

Source: Survey 2010 
Table 4.2.5 reveals that 53 employees representing 94.6 % of the respondents said that the wide in 
salary range between top and bottom of their organizations is narrow, while 3 employees 
representing 5.4 % of the respondents said that the wide in salary range between top and bottom of 
their organizations is very narrow. 
 
Table 4.2.6: How do you see your boss?  

Options Frequency Percentage (%) 

as a resourceful democrat 52 92.9 

as a benevolent autocrat - - 

Somewhere in-between 4 7.1 

Total 56 100.0 

Source: Survey 2010 
Table 4.2.6 Shows that 52 employees representing 92.9 % of the respondents said that they see their 
boss as a resourceful democrat, while 4 employees representing 7.1 % of the respondents said that 
they see their boss as being somewhere in-between a resourceful democrat and a benevolent autocrat. 
 
Table 4.2.7: How do you view privileges and status symbols for managers in your organization?  

Options Frequency Percentage (%) 
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I popularize privileges and status symbols for managers - - 

I frown at privileges and status symbols for managers 51 91.1 

Somewhere in-between 5 8.9 

Total 56 100.0 

Source: Survey 2010 
Table 4.2.7 Shows that 51 employees representing 91.1 % of the respondents said that they frown at 
privileges and status symbols for managers, while 5 employees representing 8.1 % of the respondents 
said that in as much as they do not popularize privileges and status symbols for managers, but they do 
not entirely frown at it. 
 
 
 
 
 
Table 4.2.8: What does hierarchy in your organization mean?  

Options Frequency Percentage (%) 

It reflects the existential inequality between higher-ups and lower-
downs 

- - 

It means an inequality of roles, established for convenience 
 

56 100 

Total 56 100.0 

Source: Survey 2010 
Table 4.2.8 Shows that all the 56 employees representing 100 % of the respondents said that 
hierarchy in their organization means an inequality of roles established for convenience. 
 
Table 4.2.9: Do you think that culture has influence on conflict and conflict management in 
organizations?  

Options Frequency Percentage (%) 

Yes 54 96.4 

No 2 3.6 

Total 56 100.0 

Source: Survey 2010 
Table 4.2.9 indicates that 54 employees representing 96.4% of the respondents said that they think 
that culture has influence on conflict and conflict management in organizations, while 2 employees 
representing 3.6% of the respondents said that they think that culture has no influence on conflict and 
conflict management in organizations. 
 
Table 4.2.10: How do you see management in your organization?  
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Options Frequency Percentage (%) 

I see management as management of groups - - 

I see management as management of individuals 49 87.5 

Both 7 12.5 

Total 56 100.0 

Source: Survey 2010 
Table 4.2.10 Shows that 49 employees representing 87.5 % of the respondents said that they see 
management in their organization as management of individuals, while 7 employees representing 
12.5 % of the respondents said that they see management in their organization as management of 
individuals as well as management of groups. 
 
4.2.11: How do you view relationship as compared to task in your organization? 

Options Frequency Percentage (%) 

Relationship prevails over task - - 

Task prevails over relationship 54 96.4 

I do not know 2 3.6 

Total 56 100.0 

Source: Survey 2010 
Table 4.2.11 depicts that 54 employees representing 96.4 % of the respondents said that task prevails 
over relationship in their organization, while 2 employees representing 3.6 % of the respondents said 
that they do not know whether task or relationship prevails over the other. 
 
Table 4.2.12: How do managers take decisions in your organization? 

Options Frequency Percentage (%) 

They use intuition and strive for consensus. 56 100 

They are decisive and assertive. - - 

Total 56 100.0 

Source: Survey 2010 
Table 4.2.12 Shows that all the 56 employees representing 100 % of the respondents said that 
managers in their organizations use intuition and strive for consensus while taking decisions. 
 
4.2.13: How are conflicts resolved in your organization? 

Options Frequency Percentage (%) 
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by compromise and negotiation 56 100 

by fighting them out - - 

By avoidance. - - 

By smoothing - - 

All of the above - - 

Total 56 100.0 

Source: Survey 2010 
Table 4.2.13 shows that all the 56 employees representing 100 % of the respondents said that in their 
organizations conflicts are resolved by compromise and negotiation. 
 
 
Table 4.2.14: What is your view about being busy and working hard? 

Options Frequency Percentage (%) 

I have emotional need to be busy, an inner urge to work hard. 53 94.6 

I feel comfortable when lazy, or hard-working only when needed. 3 5.4 

Total 56 100.0 

Source: Survey 2010 
Table 4.2.14 reveals that 53 employees representing 94.6 % of the respondents said that they have 
emotional need to be busy, an inner urge to work hard, while 3 employees representing 5.4 % of the 
respondents said that they feel comfortable when lazy, or hard-working only when needed. 
 
 
Table 4.2.15: What is your view about precision and punctuality? 

Options Frequency Percentage (%) 

I have a natural urge for precision and punctuality. 56 100 

I try to learn being precise and punctual.  - - 

Total 56 100.0 

Source: Survey 2010 
Table 4.2.15 shows that all the 56 employees representing 100 % of the respondents said that they 
have a natural urge for precision and punctuality, 
 
Table 4.2.16: How do you assess your tolerance of deviant and innovative ideas and behaviour? 

Options Frequency Percentage (%) 
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Very high - - 

High - - 

Average 50 89.3 

Narrow 6 10.7 

Very Narrow - - 

Nil - - 

Total 56 100.0 

Source: Survey 2010 
Table 4.2.16 Shows that 50 employees representing 89.3 % of the respondents said that they have 
average tolerance of deviant and innovative ideas and behaviour, while 6 employees representing 
10.7 % of the respondents said that they have narrow tolerance of deviant and innovative ideas and 
behaviour. 
 
 
 
 
4.3 Distribution and Return of Questionnaires in Nigeria 
 The questionnaires were distributed to sixty (60) randomly selected Nigerian employees who work 
in various organizations in Nigeria. Out of the sixty (60) questionnaires administered only fifty six 
(54) were answered correctly and returned. This is represented in the table below. 
 
 
 
 
Table 4.3.1 Distribution and Return Of Questionnaire 
Number of questionnaire 
distributed 

Number of questionnaire 
returned 

Percentage of questionnaire 
returned 

60 54 90.0% 

Source: Survey Data 2010. 
 
 
 
4.4 Presentation and Analysis Of Data From Nigerian Respondents 
 
Table 4.4.1 Sex 
Options Frequency Percentage (%) 

MALE 32 59.3 (%) 

FEMALE 22 40.7 (%) 
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Total 54 100 (%) 

Source: Survey Data 2010. 
Table 4.4.1 shows that 32 Nigerian employees representing 59.3 % of the respondents are males 
while 22 employees representing 40.7 % of the respondents are females.  
 
TABLE 4.4.2: Age 

Source: Survey Data 2010. 
Table 4.4.2 Shows that 15 employees representing 27.8 % of the respondents are within the age of 
20-30 years. 25 employees representing 46.3% of the respondents are within the age of 31-40 years, 
while 10 employees representing 18.5 % of the respondents are within the age of 41-50 years. Only 4 
employees representing 7.4 % of the respondents are above 50 years of age. 
 
Table 4.4.3 Educational Qualification 

Source: Survey Data 2010 
Table 4.4.3 depicts that 17 employees representing 31.5 % of the respondents have secondary/ higher 
school certificate, 12 employees representing 22.20 % of the respondents are with O.N.D/ N.C.E, 
while 18 employees representing 33.30 % of the respondents hold B.Sc/ HND. 6 employees 
representing 11.10 % of the respondents have MBA/ M.Sc, and only 1 employee is a Ph.D holder. 
 

Table 4.4.4: How can you assess the consultation of subordinates while making important 
decisions in your organization? 

Options Frequency Percentage (%) 

20-30 years 15 27.8 

31-40 years 25 46.3 

41-50 years 10 18.5 

Above 50 years  4 7.4 

Total 54 100.0 

Options Frequency Percentage (%) 

Secondary/Higher school certificate 17 31.5 

OND/ NCE 
 

12 22.20 

B.Sc/ HND 18 33.30 

MBA/M.Sc 
 

6 11.10 

Ph.D 
 

1 1.9 

Total 54 100.0 
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Options Frequency Percentage (%) 

Very high - - 

High - - 

Average - - 

Low 4 7.4 

Very low   50 92.6 

Not at all - - 

Total 54 100.0 

Source: Survey 2010 
Table 4.4.4 Shows that 4 employees representing 7.4 % of the respondents said that the rate at which 
subordinates are consulted while making important decisions in their organizations is low, while 50 
employees representing 92.6 % of the respondents said that  the rate at which subordinates are 
consulted while making important decisions in their organizations is very low 
 
 
Table 4.4.5: How do you see the wide in salary range between top and bottom of your 
organization? 

Options Frequency Percentage (%) 

Very high 2 3.7 

High 52 96.3 

Average - - 

Narrow - - 

Very Narrow - - 

Total 54 100.0 

Source: Survey 2010 
Table 4.4.5 reveals that 2 employees representing 3.7 % of the respondents said that the wide in 
salary range between top and bottom of their organizations is very high, while 52 employees 
representing 96.3 % of the respondents said that the wide in salary range between top and bottom of 
their organizations is high. 
 
Table 4.4.6: How do you see your boss?  

Options Frequency Percentage (%) 

as a resourceful democrat - - 
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as a benevolent autocrat 51 94.4 

Somewhere in-between 3 5.6 

Total 54 100.0 

Source: Survey 2010 
Table 4.4.6 Shows that 51 employees representing 94.4 % of the respondents said that they see their 
boss as a benevolent autocrat, while 3 employees representing 5.6 % of the respondents said that they 
see their boss as being somewhere in-between a resourceful democrat and a benevolent autocrat. 
 
Table 4.4.7: How do you view privileges and status symbols for managers in your organization?  

Options Frequency Percentage (%) 

I popularize privileges and status symbols for managers 52 96.3 

I frown at privileges and status symbols for managers   

Somewhere in-between 2 3.7 

Total 54 100.0 

Source: Survey 2010 
Table 4.4.7 Shows that 54 employees representing 96.3 % of the respondents said that they 
popularize privileges and status symbols for managers, while 2 employees representing 3.7% of the 
respondents said that in as much as they do not popularize privileges and status symbols for 
managers, but they do not entirely frown at it. 
 
 
Table 4.4.8: What does hierarchy in your organization mean?  

Options Frequency Percentage (%) 

It reflects the existential inequality between higher-ups and lower-
downs 

54 100 

It means an inequality of roles, established for convenience 
 

- - 

Total 54 100.0 

Source: Survey 2010 
Table 4.4.8 Shows that all the 54 employees representing 100 % of the respondents said that 
hierarchy in their organization reflects the existential inequality between higher-ups and lower-
downs. 
 
 
 
Table 4.4.9: Do you think that culture has influence on conflict and conflict management in 
organizations?  

Options Frequency Percentage (%) 
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YES 52 96.3 

NO 2 3.7 

Total 54 100.0 

Source: Survey 2010 
Table 4.4.9 indicates that 52 employees representing 96.3% of the respondents said that they think 
that culture has influence on conflict and conflict management in organizations, while 2 employees 
representing 3.7% of the respondents said that they think that culture has no influence on conflict and 
conflict management in organizations. 
 
 
Table 4.4.10: How do you see management in your organization?  

Options Frequency Percentage (%) 

I see management as management of groups 48 88.9 

I see management as management of individuals - - 

Both 6 11.1 

Total 54 100.0 

Source: Survey 2010 
Table 4.4.10 Shows that 48 employees representing 88.9 % of the respondents said that they see 
management in their organization as management of groups, while 6 employees representing 11.1 % 
of the respondents said that they see management in their organization as management of individuals 
as well as management of groups. 
 
 
4.4.11: How do you view relationship as compared to task in your organization? 

Options Frequency Percentage (%) 

Relationship prevails over task 49 90.7 

Task prevails over relationship 5 9.3 

I do not know - - 

Total 54 100.0 

Source: Survey 2010 
Table 4.4.11 depicts that 49 employees representing 90.7 % of the respondents said that relationship 
prevails over task in their organization, while 5 employees representing 9.3 % of the respondents said 
that task prevails over relationship. 
 
Table 4.4.12: How do managers take decisions in your organization? 
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Options Frequency Percentage (%) 

They use intuition and strive for consensus. 7 13 

They are decisive and assertive. 47 87 

Total 54 100.0 

Source: Survey 2010 
Table 4.4.12 Shows that 7 employees representing 13 % of the respondents said that managers in 
their organizations use intuition and strive for consensus in taking decisions, while 47employees 
representing 87% of the respondents said that managers in their organizations are decisive and 
assertive. 
 
4.4.13: How are conflicts resolved in your organization? 

Options Frequency Percentage (%) 

by compromise and negotiation 4 7.4 

by fighting them out 8 14.8 

By avoidance. 10 18.5 

By smoothing 32 59.3 

Total 54 100.0 

Source: Survey 2010 
Table 4.4.13 shows that 4 employees representing 7.4 % of the respondents said that in their 
organizations conflicts are resolved by compromise and negotiation, 8 employees representing 14.8% 
of the respondents said that in their organizations conflicts are resolved by fighting them out, 10 
employees representing 18.5% of the respondents said that in their organizations conflicts are 
resolved by avoidance, while 32 employees representing 59.3 % of the respondents said that in their 
organizations conflicts are resolved by smoothing. 
 
 
 
Table 4.4.14: What is your view about being busy and working hard? 

Options Frequency Percentage (%) 

I have emotional need to be busy, an inner urge to work hard. 12 22.2 

I feel comfortable when lazy, or hard-working only when needed. 42 77.8 

Total 54 100.0 

Source: Survey 2010 
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Table 4.4.14 reveals that 12 employees representing 22.2 % of the respondents said that they have 
emotional need to be busy, an inner urge to work hard, while 42 employees representing 77.8 % of 
the respondents said that they feel comfortable when lazy, or hard-working only when needed. 
 
 
Table 4.4.15: What is your view about precision and punctuality? 

Options Frequency Percentage (%) 

I have a natural urge for precision and punctuality. 17 31.5 

I try to learn being precise and punctual.  37 68.5 

Total 54 100.0 

Source: Survey 2010 
Table 4.4.15 shows that 17 employees representing 31.5 % of the respondents said that they have a 
natural urge for precision and punctuality; while 37 employees representing 68.5% of the respondents 
said that they try to learn being precise and punctual. 
 
 
Table 4.4.16: How do you assess your tolerance of deviant and innovative ideas and behaviour? 

Options Frequency Percentage (%) 

Very high 8 14.8 

High 46 85.2 

Average - - 

Narrow - - 

Very Narrow - - 

Nil -  - 

Total 54 100.0 

Source: Survey 2010 
Table 4.4.16 Shows that 8 employees representing 14.8 % of the respondents said that they have 
very high tolerance of deviant and innovative ideas and behaviour, while 46 employees representing 
85.2 % of the respondents said that they have high tolerance of deviant and innovative ideas and 
behaviour. 
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Chapter Five: Findings, Recommendations, and Conclusion 
 
5.0 Introduction 

This chapter deals on the discussion of findings based on the analysis of data collected. Conclusion 
and recommendations of the researchers are also discussed. 

 
5.1 Findings 

In this study, the following are the major findings:- 

1) That culture has influence on conflict and conflict management in organizations. 

 
2) Swedish bosses are democratic, always using their intuition and striving for consensus in their 

organizations. In Sweden, subordinates are very highly consulted while making important 
decisions in their organizations. This makes the decision makers to always come up with 
decisions that are generally accepted, and the subordinates to have a sense of belonging in the 
organizations. When this happens, organizational conflict is very much reduced. On the other 
hand, Nigerian bosses are autocratic, assertive and decisive. The consultation of subordinates 
while making important decisions in organizations in Nigeria is very low. This leaves the 
subordinates with a feeling of alienation in the very organizations they work, the decision 
makers usually come up with decisions that are not generally accepted as they do not reflect 
the overall interest of the workers. Nigerian organizations then become a breeding ground for 
sabotage and conflict. 
 

3) In Sweden, the wide in salary between the top and bottom of the organization is very narrow. 
This makes the workers see themselves as bona fide members of the organizational family 
and no slaves to the bosses, as well allowing the bosses to see  every worker as almost their 
equals financially who should be treated with respect and not scorn. This promotes a healthy 
working environment with minimal conflict. The reverse is the case in Nigerian organizations 
where the wide in salary between the top and bottom of the organization is very high. 
 

4) In Swedish organizations, privileges and status symbols for managers are frowned at, task 
prevails over relationship, and hierarchy in their organizations means an inequality of roles 
established for convenience. These create a cordial working environment where everybody is 
equal. Conflict and the concept of sacred-cows amidst employees are diminished. On the 
contrary, in Nigerian organizations, privileges and status symbols for managers are 
popularized, relationship prevails over task, and hierarchy in their organizations reflects the 
existential inequality between higher-ups and lower-downs these bring about sacred-cow 
concept which fuels conflict. 

 
5) In Swedish organizations, management is seen as management of individuals. This allows 

the managers to better understand the problems, prospects, weaknesses and strengths of the 
individuals that make up the group, offering help, care and love to the individuals where 
necessary. In this way the individual feels so much attached to the organization, and can go 
extra miles to making sure than the group achieves its objectives. This promotes team work 
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and reduces conflict in the group and the organization. The reverse is the case in Nigerian 
organizations where management is mainly seen as management of group. 

 
6) In Swedish organizations, conflicts are resolved by compromise and negotiation. This 

provides a permanent solution to the parties in conflict, as their grievances are dealt with and 
a common ground reached. But in Nigerian organizations, conflicts are basically resolved by: 
fighting them out; avoidance and smoothing. When conflict resolution is approached through 
fighting it out, it results into greater conflict as none of the conflicting parties is willing to 
give up the fight. Lastly, when conflicts are resolved by avoidance or by smoothing, it is like 
sweeping the dust under the carpet, the dust so swept under the carpet just needs a little time 
to resurface unto the carpet. 

 
7) Swedish employees have emotional need to be busy, an inner urge to work hard. They as 

well have a natural drive for precision and punctuality. When these busy employees precisely 
deliver their work on time, conflict is almost avoided. In comparison, the Nigerian 
employees feel comfortable when lazy, or hard-working only when needed. They try to learn 
being precise and punctual. This results in a backlog of overdue yet unattended tasks. This 
undoubtedly results in conflict.  

 
8) Finally Swedish employees have average tolerance of deviant and innovative ideas and 

behaviour, through this way functional conflict and the gains that come with it are in check. 
However, Nigerian employees have high tolerance of deviant and innovative ideas and 
behaviour. In as much as this is good for the growth of the organization, but the functional 
conflict that comes with it if not properly harnessed can lead to dysfunctional conflict. 

 
 
5.2 Recommendations 

Based on the findings highlighted above, the following are the recommendations proffered by the 
researchers:-  

Since it is almost impossible, to manage conflicts without taking into cognizance the culture in which 
they emanate, Nigerians on the long run should embark on cultural transformation which should 
gradually permeate into their organizations, this they do by borrowing a leaf from their Swedish 
counterparts. By so doing, this will radically reduce the incidence of conflicts in the Nigerian 
organizations. 
 
In addition, Nigerian employees/managers and bosses should continually encourage settling conflicts 
arising in their organizations through compromise and negotiation. 
 
 
5.3 Conclusion 

Conflict is undoubtedly part and parcel of organizational life, but if properly managed, it need not 
degenerate into organizational break down such as industrial actions. 

In line with Ikechukwu Eze (1999), the culture of the people has a strong influence on the behaviours 
exhibited by such people in the organizations which they work. In the light of this, we then strongly 
advise the Nigerian employees/managers and bosses to embrace compromise and negotiation in 
conflict management while keeping their culture into consideration, but should gradually indulge in 
culture realignment so as to drastically reduce the incidence of conflicts in their organizations. 
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                                                               APPENDIX 
                                                           

                                                                   School of Management 
                                                                   Blekinge Institute of Technology 
                                                                   Ronneby 
                                                                   Sweden  
                                                                   May 3rd, 2010 
Dear Respondent, 
 
REQUEST FOR THE COMPLETION OF QUESTIONNAIRE 
We are post-graduate students of the above named institution carrying out a research 
on ‘‘Managing Organizational Conflict from the Cultural Perspective: A Comparison 
of Nigeria and Sweden. ’’ 
 
Kindly assist us in completing the questionnaire to enable us generate relevant and 
sound data for the completion of this all important topic. 
 
The purpose of this study is purely academic and so the information you provide will 
be treated with strict confidentiality. 
 
Thanks for your anticipated co-operation. 
 
Yours faithfully 
 
Zeowa Richard N………………………………………….. 

 

Onukwube Emeka Ifeanyi………………………………….           

                                                     

 Modestus Chinweuba Ogunjiofor………………………….       
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Questionnaire 
Please indicate your preference among alternative answers for each question by ticking 
[x] in the appropriate box.   

 1)   Sex 
Male    
Female    
 
2)  Age 
20-30 years      
31-40 years      
41-50 years        
Above 50 years  
 
3) Educational Qualifications 
Secondary/Higher school certificate     
OND/ NCE  
 B.Sc/ HND  
 MBA/M.Sc  
Ph.D  
 
 

5) How can you assess the consultation of subordinates while making important 
decisions in your organization? 
Very high        
High         
Average     
Low         
Very low      
Not at all      
 

6) How do you see the wide in salary range between top and bottom of your 
organization? 
Very high        
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High         
Average     
Narrow      
Very Narrow     
 
 

7) How do you see your boss?  
As a resourceful democrat     
As benevolent autocrat 
Somewhere in-between 
 

8) How do you view privileges and status symbols for managers in your organization?  
I popularize privileges and status symbols for managers     
I frown at privileges and status symbols for managers 
Somewhere in-between 
 

9) Do you think that culture has influence on conflict ant conflict management in 
organizations? 
   Yes  

No        
 

10) What does hierarchy in your organization mean?  
It reflects the existential inequality between higher-ups and lower-downs 
It means an inequality of roles, established for convenience 
 

11) How do you see management in your organization? 
I see management as management of groups 
I see management as management of individuals 
Both 
  

12) How do you view relationship as compared to task in your 
organization? 
Relationship prevails over task  
Task prevails over relationship  
I do not know     
 

13) How do managers take decisions in your organization? 
They use intuition and strive for consensus. 
They are decisive and assertive. 

42 

 



 
14) How are conflicts resolved in your organization? 

By compromise and negotiation  
By fighting them  
By avoidance  
By smoothing  
All of the above  
 

15) What is your view about being busy and working hard? 
I have emotional need to be busy, an inner urge to work hard.  
I feel comfortable when lazy, or hard-working only when needed  
 
 

16) What is your view about precision and punctuality? 
I have a natural urge for precision and punctuality.  
I try to learn being precise and punctual. 
 

17) How do you assess your tolerance of deviant and innovative ideas and behaviour? 
Very high  
High   
Average  
Narrow 
Very Narrow 
Nil 
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