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Abstract 
Group work is vital for good performance in 

organisations, yet disputes can arise whenever more 

than one person works. Intra team trust is a recent 

research topic that leads employees to accomplish 

their jobs better even when they disagree. The 

study's goal was to look at the impact of intra-team 

trust (affective and cognitive trust) on employee 

relationship conflict. The study's sample size was 84 

members of Delta State's selected food processing 

enterprises (Pentaflux, Winosa Foods, Tingo Foods, 

and Samvita Foods). Following the application of 

statistical tests such as multiple regression spilt 

method and correlation, the study's findings 

indicated that there was a significant impact of this 

model and all variables were positively correlated, 

while the role of relationship conflict as a 

moderating variable was found to be very strong 

when the cognitive and affective occurred. 

Furthermore, there was a requirement at the 

managerial level to grasp the link between intra 

team trust and interpersonal conflict. As a result, 

while workplace disagreements are unavoidable, it 

is preferable to make them productive rather than 

dysfunctional; moreover, the field of intrateam trust 

may still have many hidden aspects to be examined. 

Key Words: Intra-Team Trust, Cognitive Trust, 

Affective Trust and Conflict and Relationship 

Conflict 

 

I. Introduction 
Nature has equipped humans with the 

ability to interact and relate to one another. This is a 

cause of contention in human existence, capable of 

producing dispute. Conflict is unavoidable in every 

organisation, especially when one side believes their 

rights, entitlements, and privileges have been 

violated (Saldert, Polk, & Stepanova, 2020). 

Reactions to perceived unfavourable treatment are 

to be expected, and they might impede productivity 

and efficiency. Organisational performance and 

efficiency have diminished over time as a result of 

perceived conflict. Many organised entities go on 

strike to protest their rights and express their 

concerns about important problems. These 

behaviours are harmful to organisational objectives 

regardless of whether the organisation is public or 

private. 

Top workers in Nigeria's food processing 

industry, on the other hand, have embraced the 

notion of no work, no pay to deal with erring 

personnel during industrial dispute activities. Others 

have threatened prominent members of the 

employees' union with demotion, pay cuts, and 

layoffs. However, the essential problem here is that 

management's tactics have a far-reaching influence 

on organisational objectives (Levine, 2009). A 

degraded employee, for example, will refuse to offer 

his or her all to the organisation. The cost, time, and 

resources required to replace a terminated and 

skilled employee are also a cause of concern.  The 

incidence of industrial actions is caused by the 

parties' lack of trust and difficulty to achieve 

agreement on agreements. Trust is judged by the 

parties' ability to be honest, open, maintain 

agreements, comprehend, and be loyal. While 

consensus-building is a collaborative problem-

solving strategy. It is a win-win situation in which 

both sides are willing to make sacrifices and let go 
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of some worries in the sake of organisational growth 

and development (Dickie, 2015). 

This study looked at how intra-team trust, 

which was modestly influenced by cultural 

diversity, affects group work performance in the 

workplace. Intra-Team Trust is a feature of any 

organisation; no matter how strong the organisation 

and its management are, the phenomena cannot be 

eliminated. They can be productive or dysfunctional 

depending on the nature of intra-team trust in 

dispute resolution. Previous research has also 

discovered that relationship/emotional conflicts are 

considered dysfunctional, whereas task conflicts at a 

low level are functional, but if not resolved timely, 

they will lead to emotional conflicts, which may 

become the cause of chaos in the organisation 

(Meer, 2013). Human ties are crucial in the 

workplace. Any work will be more valuable if it is 

completed as a collaborative effort, however this 

might be inefficient and unsuccessful owing to 

conflicts and differences. Conflicts usually have 

negative results, but they can occasionally motivate 

group members to address an issue in a creative way 

and enhance group engagement (Olu et al., 2014).  

These techniques are viewed as alternate 

strategies for resolving interpersonal issues. 

Resolution of task or relationship conflict simply 

refers to an amicable method of addressing 

organisational problems and difficulties without 

necessarily closing down the work process towards 

the attainment of the organization's stated goals and 

objectives (Rivas, 2014). It is required because it 

promotes efficiency, effective delivery of products 

and services, creativity and innovation, increases 

market share, leads to the survival and continuity of 

business enterprises, and significantly contributes to 

national growth and development. To attain these 

goals, trust and consensus must be built (Myers, 

Smith, & Ostergren, 2019). Organisational 

psychologists, scholars, public opinion analysts, and 

stakeholders have expressed legitimate concern 

about the recurring industrial actions organised by 

industrial actors in Nigeria to settle disagreements 

and conflicts in the food processing industry. The 

influence of trust-building and consensus approach 

to conflict resolution in the food processing sector in 

Nigeria was studied in this study in order to check 

and control the repercussions of task and 

relationship conflict. The study focused on intra-

team trust-building and relationship conflict in 

Nigeria's food processing sector. 

 

Statement of the Problem  

Organisations are social structures that are 

founded to achieve certain aims. All social systems 

have conflicts. Conflict tends to stymie managerial 

and intra-team operations when it happens. It 

undermines organisational as well as 

individual/group aims and objectives. The main 

effect of conflict is reduced productivity. Conflict 

causes absenteeism, tardiness, and insecurity in life 

and property. Traditional workplace practises and 

systems, which limit employee engagement and 

managerial decision making, power, and control 

through hierarchical structures, tight divisions of 

labour, strictly defined occupations, and specific 

regulations, are no longer sufficient since they 

generate conflict. As a cornerstone of an effective 

high-performance workplace, the high-performance 

workplace emphasises conflict management. 

Performance in most organisations has suffered as a 

result of frequent organisational conflict. This 

demonstrates that good conflict management 

improves organisational performance. Many 

uncontrolled disagreements were marked by 

violence and willful ruin of relationships. This has a 

knock-on impact on the overall performance of the 

organisation. As a result, this study was inspired to 

explore intra-team trust and relationship conflict in 

food processing enterprises in Nigeria. 

 

Objective of the Study 

The main objectives of this study examined intra-

team trust and relationship conflict of food 

processing firms in Nigeria. The specific objectives 

were to: 

i. examine the effect of affective trust on 

relationship conflict of food processing firms in 

Nigeria 

ii. ascertain the effect of cognitive trust on 

relationship conflict of food processing firms in 

Nigeria 

 

Research Questions 

The following research questions guided the study: 

i. What is the effect of affective trust on 

relationship conflict of food processing firms in 

Nigeria 

ii. What is the effect of cognitive trust on 

relationship conflict of food processing firms in 

Nigeria 

Statement of Hypotheses 

H01: affective trust does not have significant effect 

on relationship conflict of food processing firms in 

Nigeria 

H02: cognitive trust does not have significant effect 

on relationship conflict of food processing firms in 

Nigeria 

 

II. Literature Review 
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Conflict Concept  

Conflict denotes a process of unpleasant 

sentiments or animosity that happens when one 

person is aware that another person has had or is 

likely to have an adverse effect on their goals. 

Inconsistencies in aims, variations in the explanation 

of facts, discrepancies based on behavioural 

expectations, and so on are all examples of conflicts 

that individuals face in organisations (Lewicki & 

Tomlinson, 2003). This entry addresses conflict at 

all levels, from blatant, violent actions to subtle 

arguments. Conflict is defined as the process by 

which an individual's (or group's) interests are hurt 

or negatively influenced by the other (Gunu, 2014). 

This term addresses improper stakeholder concerns 

and includes a wide range of issues and disputes. 

Interpersonal, internal, intra-group, and intergroup 

conflict are the four (4) basic types of conflict that 

can exist in any organisation. Intrapersonal conflict 

often happens within a person and is characterised 

by a sort of target, cognitive, or emotional conflict. 

Interpersonal conflict occurs when two or more 

people discover that their attitudes, actions, or 

preferences are at odds. Intra-group conflicts are 

disagreements between some or all members of a 

group that frequently impact the group's efficacy 

and dynamics. Intergroup conflicts are characterised 

by antagonism, disagreement, and dispute among 

groups or teams.  Most times, the intergroup conflict 

is strong, costly and long-lasting for the parties 

involved (Lewicki, McAllister & Bies, 1998). 

 

Trust-building Approach to Relationship 

Conflict Resolution  

Different scholars have defined trust in 

relation to their studies and interests. These 

researchers' findings give a foundation for a wide 

range of ideas on the common perception of the 

concept of trust. As mentioned in the many 

definitions offered by different researchers, these 

contrasting perspectives were observed: Rousseau, 

Sitkin, Burt, and Camerer (1998) argued that trust is 

a psychological situation in which one desires to 

accept sensitivity in accordance with positive 

prospects of another's behaviour or intention. 

Furthermore, Lewicki, McAllister, and Bies (1998) 

define trust as one's belief and readiness to maintain 

pledges with the expectation of fulfilment. Trust is a 

positive expectation based on the actions of others 

in a sensitive and dependent setting (Hosmer, 1995). 

Because of interconnectedness, trust is crucial in 

partnerships. Because man does not exist in 

isolation, we rely on one another to accomplish 

success. It is critical to recognise that there is a risk 

aspect since our interests are intertwined with those 

of others, and we are frequently presented with 

circumstances requiring the collaboration of others 

(Leung, 2018). 

As a result, trust is essential in social 

interactions. It is a critical component in negotiation, 

mediation, and conflict resolution. Trust promotes 

cooperation, knowledge sharing, and problem 

resolution (Lewicki & Tomlinson, 2003). 

Interpersonal trust theory is a three-dimensional 

perspective that proposes individual trust level 

growth, explanation of confidence changes in an 

individual, and knowledge of persons' credible 

behaviour (Kelman, 2005). One of the oldest views 

on trust, on the other hand, is the personality 

hypothesis, which holds that some people trust 

sooner than others. Though trust develops over time, 

the universal attribute of trust-building is influenced 

by several proven individual attitudes (Myers, 

Smith, & Ostergren, 2019). This expectation 

demonstrates a person's level of trust in the history 

of prior social encounters and will be most 

successful in new and unknown future scenarios. 

People's impressions of character were often formed 

by expectations. Recent studies have outlined the 

characteristics of trust-building and the many 

methods for increasing it (Beierle & Cayford 2001).  

One's faith in another person might be 

based on his talents, honesty, and compassion. That 

is, when we become more aware of these 

characteristics in a person, our trust in them grows. 

These factors are interconnected and impact one 

another's behaviour. As a result, both integrity and 

competence as trust traits are helpful in the start of a 

relationship, because knowledge about a person's 

compassion takes longer to surface. when a result, 

when the parties' relationship deepens, the influence 

of goodwill grows (Jerome, 2003). It is 

characterised as a one-dimensional event in early 

trust theories that explains a drop or growth in a 

connection. While the modern trust model proposes 

that trust exists in chronological order and that as it 

rises to the top, trust grows strong, influencing 

behavioural change. Trust is computational from the 

start of the relationship, which means that one will 

critically analyse the other person's behaviour and 

reaction to the scenario of reward to determine their 

dependability or otherwise. At this stage, fines and 

incentives are the primary foundation for a trustee's 

monitoring to maintain consistency in the trustee's 

behaviour. People who choose to trust another 

person weigh the importance and worth of the 

connection against the cost of breaking it (Dickie, 

2015). 

Only assessing the costs and rewards of 

trusting another person reveals that continuing trust 
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gives a net positive advantage. However, as a result 

of continual engagement, a clear cut of 

understanding between/among parties fosters 

unification of objective and values. As a result, 

confidence skyrockets to new heights. When trust 

reaches its pinnacle, it becomes identity based trust 

(IBT). In this aspect, the parties build trust through 

co-opted intents and wants. The parties' shared 

understanding is strong enough to arbitrate problems 

(Kelman, 2005). At this level, an emotionally deep 

bond between participants promotes confidence in a 

common purpose and a sense of values. Thus, unlike 

CBT, IBT is a highly emotional experience based on 

the principles of interpersonal care, anxiety, and 

shared enjoyment. 

 

Causes of Conflict  

The impact and consequences of 

unattended workplace conflict on employees and the 

organisation as a whole would argue for immediate 

attention to conflict resolution rather than a careful 

and systematic (and invariably more time-intensive) 

approach to investigating the underlying causes of 

conflict (Dijkstra, 2016). There is minimal evidence 

that organisations strive to identify the root causes 

of organisational conflict. Rather, in order to settle 

conflict, people or organisations utilise conflict 

management tools without first recognising the 

sources (causes) of conflict, which is a critical step 

in designing suitable conflict resolution techniques 

(Havenga, 2014). In support of the preceding, 

Mayer (2000) contends that if the causes of conflict 

are identified and understood, a conflict map may be 

created to guide conflict resolution procedures. 

Understanding the many elements that influence 

conflict behaviour allows the facilitator or manager 

to design a more selectively focused and nuanced 

strategy to dealing with the specific occurrence of 

conflict. Conflict may emerge in a variety of 

scenarios. 

Deutch and Coleman (2016) identified 

some of the causes of conflict to include the 

following; differences in knowledge, beliefs and 

basic values; competition for position, power and 

recognition; a need for tension release; a drive for 

autonomy; personal dislike; and differing perception 

or attributes brought about by the organizational 

structure, different role structure, heterogeneity of 

the workforce, environmental changes, differences 

in goals, diverse economic interest, loyalties of 

groups, and value discrepancies, which were all 

considered at various stages as major causes of 

conflict in organizations. According to Havenga 

(2014), organisational conflict can also be caused by 

resource availability, affirmative action policies, the 

breadth and substance of workload, the introduction 

of new management approaches, and cultural and 

ethnic disparities. Robbins and Judge (2019) 

identified the following origins and causes of 

conflict in organisations: i) Scarce resources: 

Individuals and groups in an organisation compete 

for the organization's limited resources, which 

include machine, material, money, and other welfare 

services, all of which have claims on the 

organization's limited resources. As a result, there is 

a deprivation (whether relative or absolute) of the 

requirements of all groups within the system. The 

implications of insufficient financial resources for 

the organisational system include structural 

deterioration and a reduction in services and 

functions. A few factors have been identified as 

causes of conflict in relationships. 

 

Conflict and Organizational Effectiveness 

Conflict is inevitably associated with 

decreased group and organisational performance. 

According to Robbins (2015), the degrees of 

conflict in organisations can be either too high or 

too low. Either extreme is detrimental to 

performance. An ideal degree of conflict is one in 

which there is enough conflict to avoid stagnation, 

promote creativity, relieve tensions, and plant the 

seeds of change, but not so much that it is disruptive 

or discourages coordination of activities. Inadequate 

or excessive levels of conflict can impede a group's 

or organization's efficacy, resulting in poorer group 

member satisfaction, greater absence and turnover 

rates, and, finally, lower production. When conflict 

is at an optimal level, complacency and apathy 

should be minimised, motivation should be 

increased by creating a challenging and questioning 

environment with a vitality that makes work 

interesting, and there should be the amount of 

turnover required to rid the organisation of misfits 

and poor performance. 

 

Affective Trust  

Attitudinal trust is another name for 

affective trust. According to Khan et al. (2019), trust 

outweighs utilitarian values, which is consistent 

with organisational values as an emotive orientation. 

According to Haider et al. (2019), affective trust is 

the employees' reliance on the organisation under 

the emotional belonging, which is the same as the 

organisational aims and values. As a result, it has a 

longer lifespan than a material transaction 

connection (Haider et al., 2019). In organisational 

trust study, Fadhel et al. (2019) defined affective 

trust as workers' emotional dependency, whereas in 

consumption, it is customers' desire to connect with 
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service providers. Kurtessis et al. (2017), on the 

other hand, argued that it is an attempt by 

employees and organisations to sustain interpersonal 

ties, shared values, and emotional belonging. 

Employee affective trust is based on the social 

interaction that exists between workers and 

organisations, which connects the two parties and 

reflects the employees' emotional drive to sustain 

the existing relationship (Kaur & Paruthi, 2019). 

According to this study, affective trust revealed that 

workers had an emotional tie to the organisation that 

shared their aims and beliefs. They assisted one 

other in achieving personal objectives and beliefs in 

order to get more involved with the organisation. 

The greater one's emotional confidence in the 

organisation, the greater one's inclination to stay. 

Affective trust, according to the 

sociological perspective of trust, is defined as 

emotional connection to all persons participating in 

the interaction (Lewis & Weigert, 2015). Affective 

trust represents the trust placed in a spouse based on 

feelings created by the partner's level of care and 

concern. This form of trust is emotionally based on 

and defined by the perceived strength of the 

connection as well as the sense of security felt in the 

relationship McAllister, 2015). The core of affective 

trust is emotional dependence on a relationship. 

Trust in a partner may grow beyond what is 

warranted by acquired information when emotional 

ties increase (Chen et al., 2014). This emotional 

component of trust makes the relationship less 

visible to economists' objective risk evaluations. 

According to Lewicki et al. (2016), emotional trust 

is vital in the mature part of the relationship 

lifecycle, whereas cognitive trust is important in the 

early stages. Affective trust exists in all 

relationships, although it is more prevalent in 

intimate interpersonal relationships (Lewis & 

Weigert, 2015). We define affective trust in this 

study as an emotion-driven component of trust that 

is closely connected to psychological safety, 

emotional relationships, and genuine care and 

concern. 

 

Cognitive Trust 

According to Lewis and Weigert (2015), 

cognitive trust is founded on a cognitive process; 

that is, an individual cognitively selects whom to 

trust based on a reasoned assessment of how 

trustworthy the person or organisation is. Cognitive 

trust shows a customer's confidence or desire to rely 

on the competency and reliability of another party 

(Chen et al., 2021). Cognitive trust is the result of 

collected information that enables an individual to 

make predictions with some degree of certainty that 

will live up to his/her expectations. When one party 

knows the other party's aims and goals, the two 

sides can learn more about each other. This type of 

trust is performance-based, with logic serving as a 

foundation for trusting the other person (Chen et al., 

2021). Because cognitive trust is objective, it is 

founded on a logical process that decides if the other 

side in the relationship can be trusted (McAllister, 

2015). In this study, I suggest that cognitive trust is 

the ability to rely on the competence and integrity of 

another person. 

 

Empirical Reviews 

Lin-Ching (2022) verify whether 

psychological aspects of trust play an important role 

in promoting unethical behaviors that intend to 

benefit the organization. The results show that a 

high degree of cognitive trust is positively and not 

significantly related to the intention of unethical 

pro-organizational behavior. Cognitive trust is a 

rational inference about the supervisors’ behavior 

under ability and integrity. As a result, denying trust 

in the supervisor's abilities and integrity is a 

rejection of unethical pro-organizational behaviour. 

Affective trust, on the other hand, would encourage 

immoral pro-organization behaviour. In comparison 

to cognitive trust, our findings show that creating 

affective trust results in a strong emotional 

attachment to the supervisor/organization and a lack 

of defensiveness against immoral pro-organizational 

behaviour. In other words, when trust is locked in in 

employee-supervisor power relationships, the 

utilisation of social exchanges and strong links of 

affective indebtedness may generate the dark side of 

trust and subsequently enable immoral pro-

organizational behaviour. 

Isidore (2022) investigated organizational conflict 

and Employee job performance in Akwa Ibom State 

University. Survey research design was adopted for 

the study. Participants comprised 226 employees 

selected through the use of random sampling 

technique. Data were generated through the use of 

validated structured questionnaire. Descriptive and 

Pearson Product Moment Correlation Statistics were 

employed to analyze data collected from the 

respondents. The empirical studies revealed a 

substantial positive association between 

organisational conflict causes (goal differences, 

shared resources, task interdependence, and 

specialisation) and employee job performance. 

Furthermore, the Pearson product Moment link 

result showed that specialisation had the strongest 

significant positive link with organisational 

harmony. Furthermore, the study findings 

demonstrated that disputes emerged in the 
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workplace over a variety of organisational 

experiences due to economic and purpose 

incompatible approaches. The most common kind of 

industrial conflict in the organisation was identified 

to be union management conflict. According to the 

study, conflict is an inescapable phenomena in 

organisational life, and it may either add to or 

subtract from organisational success, depending on 

the conflict management approaches used in the 

workplace. Furthermore, the research recommends 

that Akwa Ibom State University's administration 

maintain trustworthy lines of communication and 

open discussion of conflict in work relationships, 

with an effort to minimise confrontation, 

competitiveness, and domination as conflict 

management tactics. 

Faisai (2016) examined the relationships 

between impacts of intra-group conflict on group 

performance-moderating role of cultural diversity. 

Data from 170 employees working in teams of GSM 

cellular companies located in Pakistan support our 

hypothesis. Data was analyzed through SPSS. The 

results showed that intragroup conflict has a direct 

detrimental impact on group performance 

effectiveness. Furthermore, our findings imply that 

lowering intragroup conflict and equipping team 

members with the skills to successfully handle 

conflict is a strategy to improve group performance 

and adopt ways to reduce stress in the workplace 

and promote team-building activities. Finally, the 

conclusion, limits, and future research prospects are 

presented. 

 

III. Methodology 
The study used a survey design with a 

questionnaire to gather information directly from 

respondents in order to acquire accurate and reliable 

data for cause and effect analysis. The study's 

population included organised food processing 

enterprises in Delta State, Nigeria, such as 

Pentaflux, Winosa Foods, Tingo Foods, and Samvita 

Foods. The cluster and simple random sampling 

approaches were used for the study to determine an 

eighty-four (84) sample size that cut across the 

identified food processing enterprises in Delta State. 

To acquire data for the study, primary data was 

used. To obtain information from respondents, an 

electronic structured questionnaire with a five (5) 

point Likert scale was created on quadratic and 

survey monkey sites and sent via emails and various 

social media channels. Telephone calls were used to 

ensure a timely response. Face and content validity 

were used to validate the questionnaire, and the 

reliability findings reveal a Cronbach alpha of 0.85. 

Ordinary least squares, correlation analysis, and 

cross tabulation were employed as inferential 

statistics to analyse the collected data. 

 

IV. Results and Discussion 
H01: affective trust does not have significant effect on relationship conflict of food processing firms in Nigeria 

 

Table 1: Correlations affective trust and Relationship conflict 

 Affective Trust  

 

Relationship Conflict 

Affective Trust                Pearson Correlation 
                                                Sig. (2-tailed) 
                                                             N 

Relationship Conflict       Pearson Correlation 
                                                     Sig. (2-tailed) 
                                                               N 

 

                          1 

 

                       144 

                   .794** 

                      .000 

                       144 

                           .694** 

                             .000 

                              144 

                                   1 

 

                               144 

**. Correlation is significant at the 0.05 level (2-tailed). SPSS Computation. 

From the table above result shows that there is a significant relationship between affective trust and relationship 

conflict of food processing firms in Delta State with, the calculated value of r = 0.794(P <. 000) therefore the 

null hypotheses is rejected, thus alternative hypotheses accepted 

H01: affective trust does not have significant effect on relationship conflict of food processing firms in Nigeria 
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Table 2: Correlations Cognitive Trust and Relationship conflict 

 Affective Trust  

 

Relationship Conflict 

Cognitive Trust                Pearson Correlation 
                                                Sig. (2-tailed) 
                                                             N 

Relationship Conflict       Pearson Correlation 
                                                     Sig. (2-tailed) 
                                                               N 

 

                          1 

 

                       144 

                   .872** 

                      .000 

                       144 

                           .872** 

                             .000 

                              144 

                                   1 

 

                               144 

**. Correlation is significant at the 0.05 level (2-tailed). SPSS Computation. 

From the table above result shows that there is a significant relationship between cognitive trust and relationship 

conflict of food processing firms in Delta State with, the calculated value of r = 0.872 (P <. 000) therefore the 

null hypotheses is rejected, thus alternative hypotheses accepted. 

 

V. Discussion of Findings 
From the table above result shows that 

there is a significant relationship between affective 

trust and relationship conflict with, the calculated 

value of r = 0.794(P<.000) therefore the null 

hypotheses is rejected, thus indicates that there is a 

significant relationship between affective trust and 

relationship conflict.  

From table 2 above, the calculated value r 

= .872 is (P<.000) greater than table value of 872 is 

(P<.000, therefore the null hypotheses is rejected 

indicates that there is a significant relationship 

between cognitive trust and relationship conflict. 

 

VI. Conclusion 
The following conclusions are taken from 

the findings: the study explored internal trust and 

relationship conflict. A review of the literature 

revealed compelling evidence of internal strategies 

and their link to organisational effectiveness. The 

study also emphasised the significance of 

integrative conflict management as a strategy for 

transitioning from a destructive to a constructive 

status of conflict scenario in the development of 

organisational performance in the workplace. 

However, the current study has certain limitations 

because the scope of the research was mostly 

focused on the institution. The study's confinement 

to a single institution, as well as the limited size of 

the sample utilised, jeopardise the findings' 

generalizability and may render them inapplicable 

to other businesses. Despite these limitations, the 

study has contributed significantly to our 

knowledge of the link between organisational and 

organisational performance at Akwa Ibom State 

University. 

 

VII. Recommendations 

As a result of the various findings emanating from 

the study, the following recommendations are 

hereby made: Based on the findings of the study, 

the following recommendations have been found 

necessary: 

i. i. In order to prevent confrontation, 

competitiveness, and domination as conflict 

management tactics, credible avenues of 

communication and open discussions of conflict in 

work relationships must be promoted. Mutual 

survival and the maintenance of optimal 

organisational performance are both the objective 

and the foundation for the existence of employees 

and employers in industrial work settings. 

ii. Management in the workplace must seek 

to implement inclusive and collaborative tactics in 

intra-Team trust while also including employee 

representatives in critical decisions that influence 

the workforce. Both management and employees 

must commit to collaborate peacefully by 

developing powerful tactics and preserving 

accepted policies as effective machinery for 

controlling conflict in organisations on a constant 

basis. 

 

VIII. Suggestion for future Research 
The current study's conceptual framework 

must be experimentally evaluated in order to 

validate the assertions. The function of 

organisational support in developing trust may also 

be investigated while keeping the distinction 

between intra-team trust and interpersonal conflict 

in mind. Furthermore, the effect of tenure may be 

investigated to see if it influences the building of 

cognitive and affective trust. Cognitive-based trust 

may be important at an early stage when trust is 

built based on an individual's competence, but 

affective-based trust may be formed with the 

passage of time. 
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