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Abstract
The research assessed the views of business education lecturers regarding conflict management strategies within public tertiary institutions located in Edo and Delta states, Nigeria. This investigation employed a descriptive survey design. A sample size of 152 respondents was gathered through the use of a questionnaire, and due to the manageable size of the population, no sampling was necessary. The data collected were analyzed using mean and standard deviation, with a decision rule indicating that a mean of 2.5 and above was considered as agreement, while a mean below 2.5 was deemed as disagreement. Additionally, a t-test was utilized to analyze the three null hypotheses formulated at a significance level of 0.05. The positive effects of conflicts led to the emergence of new ideas or approaches, enhanced decision quality, and the alleviation of tension, among other outcomes. The conflict resolution strategies implemented included suitable leadership styles, organizational structuring, addressing the causes of conflict, and diagnosing and rectifying issues. The most frequently employed conflict resolution strategies were arbitration, mediation, and smoothing, among others. The results of the hypothesis testing revealed that the calculated t-values were lower than the critical t-values at a significance level of 0.05 with 150 degrees of freedom, thereby leading to the acceptance of the null hypotheses. The study recommends that relevant authorities should adopt arbitration, smoothing, and mediation techniques as conflict resolution strategies among business education lecturers in public tertiary institutions.
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Introduction
Business education constitutes a vital aspect of vocational education. It is provided in Nigerian schools at the tertiary level. This field of study fosters development, comprehension, and the acquisition of skills and attitudes that empower individuals to enter the business sector or pursue a teaching career for their livelihood (Sulayman, Hamzat and Abdul, 2016). Furthermore, Utoware and Kren-Ikidi (2014) corroborated this by asserting that business education is an integral part of vocational technical education programs, equipping individuals for careers in business and enabling them to b ecome informed consumers of economic goods a nd services. In instances of conflict, the objectives of business education may be hindered unless effectively managed. Negotiation is prevalent in our daily lives due to the necessity of addressing various issues that arise in human relationships (Olumide and Michael, 2023; Makaye and Ndofiripe, 2012). This underscores its significance as a tool for problem-solving and dispute resolution, particularly as individuals become more aware of their rights and the potential for their infringement, or as they navigate a specific social framework while striving to adhere to professional standards and ethics, thereby increasing the demand for conflict resolution (Kasenge, 2020). Conflict is perceived as a force that opposes the interests, opinions, or objectives of individuals, groups, structures, or institutions (Muhatia, 2022). Conflict can emerge among individuals, groups, or nations, and typically necessitates negotiations when it does. Consequently, the role of tertiary education administrators in conflict resolution and management is vital for the effective and efficient functioning of school administration (Ramani and Zhimin, 2010). Given that conflict is an unavoidable aspect of any organization, management must address it wisely to enhance its advantages while reducing its adverse effects. Johnson and Johnson (2017) assert that constructive conflict management strategies provide solutions that are agreeable to all conflicting parties, strengthen relationships, and enhance their capacity to resolve future disputes constructively. Therefore, comprehending the fundamental causes of conflicts is crucial for formulating an effective conflict management strategy (Emaziye et al, 2023). In light of this, the researcher is examining the perceptions of business education lecturers regarding conflict management strategies in public tertiary institutions in Delta and Edo States, Nigeria. Conflict management within institutions has been explored globally to enhance learning and group outcomes, including organizational performance or effectiveness. Bloom (2015) notes that many intellectual leaders of the late seventeenth century, particularly in Europe and North America, focused on methods for managing conflicts through reconciliation and the application of awards. Jane Adams, for instance, in the United States, spearheaded various non-Marxist and reformist initiatives aimed at achieving justice and preventing warfare. Soliku and Schraml (2018) propose that strategies for conflict management should consider the unique contexts in which conflicts arise across different institutions to effectively guide the specific strategies employed for conflict resolution. Conflict is recognized as a catalyst for societal progress, and when managed effectively, it yields positive outcomes. Consequently, the beneficial impacts of conflict arising from institutions manifest in multiple stages, as noted by Göksoy and Argon (2016). On a personal level, recognizing errors in conflict contributes to the learning process and fosters the generation of new ideas. Additionally, at the social level, it promotes the strengthening of commitment, respect for others, and effective communication. In terms of organizational benefits, it creates an enriching environment, encourages the development and pursuit of innovative solutions, enhances problem comprehension, and fosters a democratic atmosphere within institutions. Therefore, conflicts can play a significant role in constructing broader perspectives on specific situations, ensuring opportunities and rights are upheld despite interpersonal differences. This study also considered the positive impact of conflict as most literature only focused on the negative impact of conflict there leaving a gap on its positive impact if well managed in our institutions since conflict is inevitable in our daily operations.	Comment by DELL: Don’t indent
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Statement of the Problem
In any social structure or organization, disagreements are inevitable as long as humanity exists. When such disagreements arise, it is the responsibility of the organizational leader or the social structure to take the initiative in resolving these disputes if the organization is to progress. The school, as a social system, has its unique methods of generating disputes, which, if not effectively managed or resolved, may escalate into a potential crisis. Therefore, conflict resolution and management are central to the daily responsibilities of a tertiary school administrator if educational objectives are to be achieved. According to Ramani and Zhimin (2010), conflict resolution involves settling disputes to the satisfaction of one or both parties, while conflict management pertains to an ongoing process that may not reach a definitive resolution. In institutions like public tertiary schools, it is essential to have clear policies in place to guide administrators in managing or resolving conflicts (Ajudeonu and Ossai, 2022). Even when such policies exist, educational administration must devise specific strategies to ensure that peace and harmony are achieved in conflict resolution, thereby fulfilling the overarching goal of establishing the school and positively impacting students and the broader community. It is crucial to emphasize that earlier research on conflict resolution strategies has primarily concentrated on broad conflict management techniques, without a specific focus on pinpointing the strategies that are most frequently employed and most effective. This study aims to address that gap. Consequently, the issue at the heart of this study revolves around the viewpoints of business education lecturers regarding conflict management strategies in public tertiary institutions located in Edo and Delta states, Nigeria.
Research Questions
The following research questions was raised and answerfor this study.	Comment by DELL: space
1. 	What are the positive impact of conflict among business education lecturers in Delta and Edo States?
2. 	What are conflict resolution strategies among business education lecturers in Delta and Edo States?
3.	What are the mostly used conflict resolution strategies among business education lecturers in Delta and Edo States?
Purpose of the Study
The purpose of the study evaluated the perspectives of business education lecturers on conflict management strategies in public tertiary institutions in Edo and Delta states, Nigeria. 
i. determine the positive impact of conflict among business education lecturers in Edo and Delta states, Nigeria.
ii. assess conflict resolution strategies among business education lecturers in Edo and Delta states, Nigeria.
iii. assess mostly used conflict resolution strategies among business education lecturers in Edo and Delta states, Nigeria.


Research Hypotheses
The following null hypotheses was formulated and tested at 0.05 level of significances:
Ho1: There is no significant difference between the mean responses of male and female business education lecturers on the positive impact of conflict in public tertiary institutions in Edo and Delta States
Ho2: There is no significant difference between the mean responses of male and female business education lecturers on conflict resolution strategies in public tertiary institutions in Edo and Delta States 
Ho3: There is no significant difference between the mean responses of male and female business education lecturers on the mostly used conflict resolution strategies in public tertiary institutions in Edo and Delta States
Significance of the Study
This research holds considerable importance as it investigates the strategies for conflict resolution within tertiary institutions located in Delta and Edo states. In particular, the findings of this study are advantageous to heads of tertiary institutions, lecturers, students, parents, scholars focused on conflict and peace, as well as government agencies. For tertiary institutions, the study will assist in pinpointing critical areas in the management of conflicts involving students and staff, thereby aiding in the reduction of the severity and scope of conflicts that may escalate into crises. Regarding parents, students, and staff, the study provides insights into more effective methods for addressing various grievances directed at educational administrators when they occur.	Comment by DELL: Provide Literature Review Section and provide Theoretical framework for the study

Methodology
This research employed a descriptive survey design, targeting a population with a 173 business education lecturers from public tertiary institutions in Delta State (107) and Edo State (66), Nigeria. The distribution of the population across Public Tertiary Institutions in Delta State includes: Delta State University, Abraka (14); University of Delta, Agbor (13); College of Education, Warri (17); College of Education, Mosogar (14); and Federal College of Education (T), Asaba (49). In Edo State, the population distribution is as follows: University of Benin (15), Edo College of Education, Ekwebe (14), Ambrose Alli University, Ekpoma (16), Federal Polytechnic, Auchi (13), and Federal College of Education Technical, Ekiadolor (8). Out of the 173 questionnaires distributed to business education lecturers in public tertiary institutions in Edo and Delta States, 152 (87.86%) were retrieved and utilized for the study. The entire population was included in the study due to its manageable size, thus eliminating the need for sampling. To verify the internal consistency of the reliability of the instruments, 31 copies of the questionnaire were administered to 31 business education lecturers at Niger Delta University, Amasoma (9) and Isaac Boro College of Education, Sagbama (22) in Bayelsa State. The collected data were analyzed using Cronbach's Alpha. The reliability coefficients obtained were r1 = 0.86, r2 = 0.91, r3 = 0.88, resulting in a mean reliability coefficient of 0.88. Data was analyzed using a four-point Likert scale. The items in the questionnaire were assigned weights as follows: Strongly Agree received 4 points, Agree received 3 points, Disagree received 2 points, and Strongly Disagree received 1 point. In addressing the research questions, the decision rule stated that any mean score of 2.5 or higher was considered as agree, while any mean score below 2.5 was considered as disagree. The mean was utilized to respond to the three research questions. For the null hypotheses, a t-test was used to analyze the three null hypotheses formulated at a significance level of 0.05.
PRESENTATION OF RESULTS AND DISCUSSION OF FINDINGS
Research Question 1: What are the positive impacts of conflict among business education lecturers in Edo and Delta States?
Table 1: Mean and Standard Deviation of Reponses of lecturers to positive impact of conflict among business education lecturers.  N = 152.
	S/N
	Positive Impact of conflict
	 (X)
	(SD)
	Decision

	1
	Leads to new ideas or approaches 
	3.21
	0.84
	Agreed 

	2
	Improves quality of decisions 
	2.81
	0.76
	Agreed 

	3
	Medium to air and release tension 
	2.64
	0.80
	Agreed 

	4
	Stimulate creativity 
	2.75
	0.72
	Agreed 

	5
	Stimulate innovation 
	2.94
	0.76
	Agreed 

	6
	Environment of self-evaluation  
	2.99
	0.81
	Agreed 

	7
	Environment of change 
	2.68
	0.71
	Agreed 

	8
	Promotes organizational vitality 
	3.12
	0.84
	Agreed 

	9
	Helps individuals to develop tolerance 
	3.08
	0.87
	Agreed 

	10
	Helps groups to develop tolerance 
	2.98
	0.97
	Agreed 

	
	Weighted Average Mean 
	2.92
	0.81
	Agreed 


Source: Author computation 2025
The parameter presented in Table 1 indicates the mean and standard deviation of lecturers' responses regarding the positive impact of conflict among business education lecturers. The findings demonstrated that conflict has a positive impact as follows: Leads to new ideas or approaches with a mean of 3.21 and a standard deviation of 0.84, Improves quality of decisions with a mean of 2.81 and a standard deviation of 0.76, Medium to air and release tension with a mean of 2.64 and a standard deviation of 0.80, Stimulates creativity with a mean of 2.75 and a standard deviation of 0.72, Stimulates innovation with a mean of 2.94 and a standard deviation of 0.76, Creates an environment of self-evaluation with a mean of 2.99 and a standard deviation of 0.81, Fosters an environment for change with a mean of 2.68 and a standard deviation of 0.71, Promotes organizational vitality with a mean of 3.12 and a standard deviation of 0.84, Aids individuals in developing tolerance with a mean of 3.08 and a standard deviation of 0.87, and Assists groups in developing tolerance with a mean of 2.98 and a standard deviation of 0.97. All ten items listed in Table 1 received agreed responses, as all means are above 2.5. The weighted average mean of 2.92 and a standard deviation of 0.81 further confirmed that all ten items were agreed responses. This aligns with a previous study by Masood et al. (2021), which indicated that the intervention facilitated a positive interpretation of conflict episodes, providing advanced tools for their resolution and a stronger motivation to implement them.	Comment by DELL: Take a position
Research Question 2: What are conflict resolution strategies among business education lecturers in Edo and Delta States?
Table 2: Mean and Standard Deviation of Responses of lecturers to conflict resolution strategies among business education lecturers. N = 152. 
	S/N
	Conflict Resolution Strategies
	 (X)
	(SD)
	Decision

	1
	Adopt appropriate leadership styles 
	3.18
	0.96
	Agreed 

	2
	Structure/restructure organization to avoid conflict 
	3.19
	0.82
	Agreed 

	3
	Address cause, diagnose and correct 
	2.74
	0.89
	Agreed 

	4
	Group discussions 
	2.78
	0.90
	Agreed 

	5
	T-Groups 
	2.61
	0.95
	Agreed 

	6
	Workshops 
	2.82
	0.94
	Agreed 

	7
	Encourage negotiation 
	2.69
	0.97
	Agreed 

	8
	Use of arbitration or mediation methods 
	3.24
	0.76
	Agreed 

	9
	Enforcement of an agreement   between conflict parties
	3.18
	0.87
	Agreed 

	10
	Eliminate one adversary 
	2.75
	0.90
	Agreed 

	11
	Expand group boundaries 
	3.07
	0.93
	Agreed 

	12
	Reduce communication between disputants 
	3.06
	0.82
	Agreed 

	13
	Transfer a disputant 
	3.20
	0.78
	Agreed 

	14
	Create buffer positions 
	3.00
	0.91
	Agreed 

	15
	Set up formalized appeal systems 
	3.23
	0.96
	Agreed 

	16
	Establish rules that disputes are to be directed to Human Resource Management group 
	3.10
	0.88
	Agreed 

	17
	Force contact between disputants 
	2.79
	0.87
	Agreed 

	18
	Redirect disputant behaviours 
	2.84
	0.86
	Agreed 

	19
	Reframe disputants’ perspectives 
	2.51
	0.96
	Agreed 

	20
	Realign the underlying forces 
	2.61
	0.81
	Agreed 

	21
	Guide communications between disputants 
	2.69
	0.84
	Agreed 

	22
	Have third parties reframe the dispute and its episodes 
	2.70
	0.96
	Agreed 

	23
	Attain knowledge of the conflict issues 
	2.66
	0.94
	Agreed 

	24
	Establish a working relationship with the disputants 
	2.76
	0.78
	Agreed 

	25
	Instill a cooperative, problem-solving attitude between the disputants 
	3.24
	0.79
	Agreed 

	26
	Facilitate creative group processes 
	2.71
	0.93
	Agreed 

	27
	Act as decision-makers 
	2.72
	0.93
	Agreed 

	28
	Overlook problems 
	2.70
	0.81
	Agreed 

	29
	Offer incentives
	2.65
	0.95
	Agreed 

	
	Weighted Average Mean
	2.88
	0.89
	Agreed


Source: Author computation 2025

The information presented in Table 2 illustrates the average and standard deviation of responses from lecturers regarding conflict resolution strategies among business education instructors. The results indicated the following conflict resolution strategies: Adopt suitable leadership styles with a mean of 3.18 and a standard deviation of 0.96; Structure or restructure the organization to prevent conflict with a mean of 3.19 and a standard deviation of 0.82; Address the cause, diagnose, and correct with a mean of 2.74 and a standard deviation of 0.89; Group discussions with a mean of 2.78 and a standard deviation of 0.90; T-Groups with a mean of 2.61 and a standard deviation of 0.95; Workshops with a mean of 2.82 and a standard deviation of 0.94; Encourage negotiation with a mean of 2.69 and a standard deviation of 0.97; Use arbitration or mediation methods with a mean of 3.24 and a standard deviation of 0.76; Enforcement of an agreement between conflicting parties with a mean of 3.18 and a standard deviation of 0.87; Eliminate one adversary with a mean of 2.75 and a standard deviation of 0.90; Expand group boundaries with a mean of 3.07 and a standard deviation of 0.93; Reduce communication between disputants with a mean of 3.06 and a standard deviation of 0.82; Transfer a disputant with a mean of 3.20 and a standard deviation of 0.78; Create buffer positions with a mean of 3.00 and a standard deviation of 0.91; Set up formalized appeal systems with a mean of 3.23 and a standard deviation of 0.96; Establish rules directing disputes to the Human Resource Management group with a mean of 3.10 and a standard deviation of 0.88; Force contact between disputants with a mean of 2.79 and a standard deviation of 0.87; Redirect disputant behaviors with a mean of 2.84 and a standard deviation of 0.86; Reframe the perspectives of disputants with a mean of 2.51 and a standard deviation of 0.96; Realign the underlying forces with a mean of 2.61 and a standard deviation of 0.81; Guide communications between disputants with a mean of 2.69 and a standard deviation of 0.84; Involve third parties to reframe the dispute and its episodes with a mean of 2.70 and a standard deviation of 0.96; Attain knowledge of the conflict issues with a mean of 2.66 and a standard deviation of 0.94; Establish a working relationship with the disputants with a mean of 2.76 and a standard deviation of 0.78; Instill a cooperative, problem-solving attitude among the disputants with a mean of 3.24 and a standard deviation of 0.79; Facilitate creative group processes with a mean of 2.71 and a standard deviation of 0.93; Act as decision-makers with a mean of 2.72 and a standard deviation of 0.93; Overlook problems with a mean of 2.70 and a standard deviation of 0.81; Offer incentives with a mean of 2.65 and a standard deviation of 0.95. All twenty-nine items listed in Table 2 were considered agreed responses, as all the means exceeded 2.5. The weighted average mean of 2.88, along with a standard deviation of 0.89, further validated that all 29 items were indeed agreed responses. This study aligns with the conclusions drawn by Tshuma and Ndlovu (2016); Rahayu and Setya, (2019) who asserted that the participation of institutional leaders in conflict resolution and management is essential for the effective and efficient functioning of institutional management.	Comment by DELL: Provide in four paragraphs and take position
Research question 3: What are the mostly used conflict resolution strategies among business education lecturers in Edo and Delta States? 
Table 3: Mean and Standard Deviation of Responses of lecturers to the mostly used conflict resolution strategies among business education lecturers. N = 152.
	S/N
	The Most Commonly Used Strategies 
	 (X)
	(SD)
	Decision
	Ranking

	1
	Smoothing 
	3.22
	0.80
	Agreed 
	3rd 

	2
	Forcing (Authoritative command) 
	2.80
	0.82
	Agreed 
	12th 

	3
	Deterrence 
	3.14
	0.89
	Agreed 
	6th 

	4
	Encapsulating 
	3.16
	0.90
	Agreed 
	5th 

	5
	Arbitration 
	3.39
	0.87
	Agreed 
	1st

	6
	Mediation 
	3.36
	0.93
	Agreed 
	2nd 

	7
	Majority rule (Democratic means) 
	3.17
	0.70
	Agreed 
	4th

	8
	Altering the human variable 
	3.12
	0.75
	Agreed 
	7th 

	9
	Altering relationships directly 
	2.82
	0.76
	Agreed 
	11th 

	10
	Restructuring the organization 
	3.09
	0.87
	Agreed 
	8th 

	11
	Expansion of resources 
	2.85
	0.94
	Agreed 
	10th 

	12
	Resort to rules 
	2.86
	0.70
	Agreed 
	9th 

	13
	Imposition of superordinate goals 
	2.77
	0.84
	Agreed 
	13th 

	14
	Mutual personnel exchange 
	2.76
	0.74
	Agreed 
	14h

	15
	Escalative intervention 
	2.60
	0.88
	Agreed 
	15th

	
	Weighted Average Mean
	3.01
	0.83
	Agreed 
	


Source: Author computation 2025

The information presented in Table 3 illustrates the average and standard deviation of lecturers' responses concerning the most frequently utilized conflict resolution strategies among business education lecturers. The results indicated the following commonly employed conflict resolution strategies: Arbitration with a mean of 3.41 and a standard deviation of 0.88 (1st), Mediation with a mean of 3.38 and a standard deviation of 0.94 (2nd), Smoothing with a mean of 3.24 and a standard deviation of 0.81 (3rd), Majority rule (Democratic means) with a mean of 3.19 and a standard deviation of 0.71 (4th), Encapsulating with a mean of 3.18 and a standard deviation of 0.91 (5th), Deterrence with a mean of 3.16 and a standard deviation of 0.90 (6th), Altering the human variable with a mean of 3.14 and a standard deviation of 0.76 (7th), Restructuring the organization with a mean of 3.11 and a standard deviation of 0.88 (8th), Resort to rules with a mean of 2.88 and a standard deviation of 0.71 (9th), Expansion of resources with a mean of 2.87 and a standard deviation of 0.95 (10th), Altering relationships directly with a mean of 2.84 and a standard deviation of 0.77 (11th), Forcing (Authoritative command) with a mean of 2.82 and a standard deviation of 0.83 (12th), Imposition of superordinate goals with a mean of 2.79 and a standard deviation of 0.85 (13th), Mutual personnel exchange with a mean of 2.78 and a standard deviation of 0.75 (14th), Escalative intervention with a mean of 2.62 and a standard deviation of 0.89 (15th). All 15 items listed in Table 3 received agreed responses, as all means exceeded 2.5. The weighted average mean of 3.01 and a standard deviation of 0.83 further corroborated that all 15 items were agreed responses. This aligns with Kriesberg (2009) and Masood et al (2021), who noted that throughout history, humans have consistently abhorred conflicts and devised various strategies for resolution, including mediation and arbitration. Negotiations have been employed to achieve agreements on contentious issues between conflicting nations or individuals.	Comment by DELL: Provide in two paragraphs and take position
Testing of Null Hypotheses
Null Hypothesis 1: There is no significant difference between the mean responses of male and female business education lecturers on the positive impact of conflict in public tertiary institutions in Edo and Delta States.
Table 4: t-test analysis of the difference between the mean responses of male and female business education lecturers on the positive impact of conflict in public tertiary institutions in Edo and Delta States. 
	Gender
	N
	(X)
	Std
	Df
	t-cal
	t-crit
	Decision

	Male
	85
	2.89
	0.86
	
	
	
	

	
	
	
	
	150
	1.17
	1.960
	NS

	Female
	67
	2.63
	0.93
	
	
	
	


Note: NS = Not significant, S = significant, p = 0.05 Source: Author computation 2025

The result presented in Table 4 showed that the calculated t-value of 1.17 was less than the t-critical value of 1.960 at a significance level (p) of 0.05 and 150 degree of freedom. The null hypothesis was therefore accepted. This means that there is no significant difference between the mean responses of male and female business education lecturers on the positive impact of conflict in public tertiary institutions in Edo and Delta States.
Null Hypothesis 2: There is no significant difference between the mean responses of male and female business education lecturers on conflict resolution strategies in public tertiary institutions in Edo and Delta States.
Table 5: The t-test analysis of the difference between the mean responses of male and female business education lecturers on the negative impact of conflict in public tertiary institutions in Edo and Delta States. 
	Gender
	N
	(X)
	Std
	Df
	t-cal
	t-crit
	Decision

	Male
	85
	2.82
	0.81
	
	
	
	

	
	
	
	
	159
	1.14
	1.960
	NS

	Female
	67
	2.71
	0.74
	
	
	
	


Note: NS = Not significant, S = significant, p = 0.05 Source: Author computation 2025

The result in Table 5 indicated that the calculated t-value of 1.14 was less than the critical t-value of 1.960 at a significance level (p) of 0.05 and 150 degree of freedom. Therefore, the null hypothesis was accepted. This means that there is no significant difference between the mean responses of male and female business education lecturers on conflict resolution strategies in public tertiary institutions in Edo and Delta States.
Null Hypothesis 3: There is no significant difference between the mean responses of male and female business education lecturers on the mostly used conflict resolution strategies in public tertiary institutions in Edo and Delta States.
Table 6: The t-test analysis of the difference between the mean responses of male and female business education lecturers on the mostly used conflict resolution strategies in public tertiary institutions in Edo and Delta States.
	Gender
	N
	(X)
	Std
	Df
	t-cal
	t-crit
	Decision

	Male
	85
	2.66
	0.81
	
	
	
	

	
	
	
	
	150
	1.04
	1.960
	NS

	Female
	67
	2.58
	0.74
	
	
	
	


Note: NS = Not significant, S = significant, p = 0.05 Source: Author computation 2025

The result in Table 6 indicated that the calculated t-value of 1.04 was less than the critical t-value of 1.960 at a significance level (p) of 0.05 and 150 degree of freedom. Therefore, the null hypothesis was accepted. This means that there is no significant difference between the mean responses of male and female business education lecturers on the mostly used conflict resolution strategies in public tertiary institutions in Edo and Delta States.
Conclusion
The beneficial effects of conflict, among other factors, have led to enhanced decision-making quality, the generation of new ideas or approaches, the stimulation of creativity, and the promotion of innovation, as well as providing a medium for expressing and alleviating tension. Moreover, the research indicates that conflict resolution strategies encompass the encouragement of negotiation, the enforcement of agreements between conflicting parties, the use of arbitration or mediation techniques, the expansion of group boundaries, and the removal of one adversary. Lastly, the study identified the most commonly employed conflict resolution strategies among business education lecturers, which include, but are not limited to, mediation, arbitration, majority rule (democratic methods), smoothing, encapsulating, and deterrence. The survival of any institution fundamentally relies on the effective resolution of emerging conflicts to prevent them from escalating into a full-blown crisis.
Recommendations   
It is strongly advised that the head of the department or relevant authorities implement arbitration and mediation techniques as strategies for conflict resolution, and additionally, incorporate smoothing as a method of conflict resolution in the tertiary institutions examined.
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