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ABSTRACT

This study investigates the role of third-party Alternative
Dispute Resolution (ADR) mechanisms in fostering
workplace harmony in BUA Cement Okpella, Edo State,
Nigeria. The increasing frequency and complexity of
workplace disputes in Nigeria’s manufacturing sector have
necessitated the adoption of non-litigious and more
collaborative dispute resolution mechanisms. Specifically,
this study examines how third-party interventions such as
mediation, arbitration, and conciliation influence employee
relations, grievance management, communication flow, and
general organizational stability. Adopting a mixed-methods
research design, data were collected from Human Resource
managers and external mediators. Quantitative data were
analyzed using descriptive and inferential statistics, while
qualitative data were subjected to thematic content analysis.
The findings revealed that third-party ADR mechanisms
significantly contribute to workplace harmony by reducing
conflict recurrence, enhancing trust in dispute resolution
processes, and promoting a sense of fairness and neutrality.
The study also identified challenges including management
bias, lack of awareness among employees, and delays in
implementation. The study concludes that effective use of
third-party ADR tools enhances mutual respect, improves
communication, and minimizes industrial unrest in
manufacturing organizations. It recommends regular ADR
training, stronger legal frameworks, and institutional
commitment to third-party neutrality to optimize dispute
outcomes. This research contributes to the evolving
discourse on industrial peacebuilding and provides
actionable insights for HR practitioners, labor unions, and
policymakers in the Nigerian manufacturing context.
Keywords: Alternative Dispute Resolution, Third-Party
Intervention, Workplace Harmony, Industrial Conflict,
Manufacturing Sector.
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1. INTRODUCTION

Workplace harmony is essential for the success of any
organization. It entails fostering a work atmosphere where
employees can peacefully coexist, effectively collaborate,
and enhance the overall productivity of the Organization.
However, given the varied backgrounds, interests, and
expectations of both employees and management, conflicts
are bound to arise in any professional setting (Adeoye &
Fapohunda, 2023). If not addressed, these workplace
disputes can result in lower morale, decreased efficiency,
increased employee turnover, and potentially lead to strikes.
To alleviate these issues, organizations around the globe are
increasingly implementing Alternative Dispute Resolution
(ADR) techniques to handle conflicts. ADR encompasses a
range of methods, such as mediation, arbitration,
conciliation, and negotiation that resolve disputes outside
the conventional court system (Adebayo et al., 2024). These
approaches are typically less confrontational, more
economical, save time, and are more favorable for
preserving workplace relationships than traditional
litigation.
STATEMENT OF PROBLEM: Conflicts in the
workplace are inevitable, particularly in industrial sectors
such as cement manufacturing, where complex labour
relations, operational risks, and business competition exist.
At BUA Cement Okpella, conflicts between employees and
management, as well as disputes involving external
stakeholders such as host communities and regulatory
agencies, have been recurring issues. If not properly
managed, such conflicts can escalate into strikes, reduced
productivity, increased employee turnover, and even legal
battles, all of which can negatively impact organizational
performance.
One of the major problems facing organizations like BUA
Cement is the ineffectiveness of traditional conflict
resolution methods, which are often time-consuming,
adversarial, and costly. Litigation, in particular, has proven
to be an ineffective means of resolving labor disputes due to
prolonged court cases, high legal costs, and strained
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employer-employee relationships (Adekunle & Olorunfemi,
2024). In contrast, Alternative Dispute Resolution (ADR)
methods such as mediation, conciliation, and arbitration
provide faster and less confrontational means of resolving
conflicts, but their adoption in Nigeria’s manufacturing
sector remains limited.Despite the recognized benefits of
ADR in labor relations, many organizations still rely on
conventional dispute resolution approaches, which have
contributed to workplace disharmony.

By investigating the role of ADR in managing disputes, this
study provides valuable insights for management,
employees, policymakers, labor unions, and scholars
interested in industrial relations and corporate conflict
management. This study contributes to existing literature on
conflict resolution and workplace harmony by integrating
theories of dispute management with empirical evidence
from Nigeria’s cement industry. This research aligns with
the systems approach to conflict resolution, which views
organizations as interdependent units where conflicts affect
overall efficiency. The study explores how ADR integrates
into the industrial relations system of BUA Cement to
maintain productivity and employee engagement. The study
provides data-driven insights on the effectiveness of ADR,
helping management refine policies that prevent workplace
conflicts. It highlights cost savings from ADR compared to
litigation, which can be expensive and time-consuming. The
scope of this study specifies the geographical location,
industry, time frame, target population, and measurable
variables. This study focuses on BUA Cement Okpella, Edo
State, Nigeria, a major cement manufacturing plant in
Okpella, Etsako East Local Government Area, Edo State.
Cement production is a capital-intensive industry with a high
reliance on human labor, machinery, and supply chain
efficiency. The study focuses on the concept of Third-Party
Alternative Dispute Resolution (ADR) and Workplace
Harmony, examining how ADR contributes to conflict
resolution in an industrial setting. The study assesses ADR
in terms of its ability to resolve conflicts amicably, enhance
workplace relations, and reduce workplace disruptions. The
research focuses on the period between 2021 to 2025

2. LITERATURE REVIEW

Conceptual Framework: Concept of Alternative Dispute
Resolution (ADR) in the

Workplace

Conflict is a natural phenomenon in organizations, arising
from diverse perspectives, competing interests, or resource
limitations. Ajayi and Benson (2024) define conflict as "a
situation where two or more parties with differing goals and
values perceive interference in achieving their objectives."
In manufacturing sector, conflicts often emerge between
management, employees, stakeholders, and host
communities over issues like policy implementation,
interpersonal disputes, or management decisions. Conflict, if
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poorly managed, can escalate and disrupt organizational
harmony. However, when appropriately addressed, it can
foster innovation, collaboration, and organizational growth
(Ibrahim & Mohammed, 2025). The growing complexity of
organizational structures and stakeholder relationships has
amplified the need for specialized conflict resolution
mechanisms like ADR.

Alternative Dispute Resolution (ADR) refers to structured
processes used to resolve disputes outside the formal judicial
system. These mechanisms allow organizations to handle
conflicts through neutral third parties in a way that is less
adversarial, more cost-effective, and faster than litigation
(Onyekachi & Bamidele, 2024).ADR also refers to non-
litigious methods of resolving disputes, emphasizing
voluntary, cooperative, and confidential processes. Common
ADR methods include mediation, arbitration, conciliation,
and negotiation. ADR’s emphasis on informal and amicable
settlements sets it apart from litigation, making it more
suitable for addressing disputes that require relationship
preservation. Adedeji et al. (2023) describe ADR as a viable
alternative to adversarial litigation that offers speed,
flexibility, and efficiency in conflict resolution.” Their study
notes that ADR mechanisms are adaptable to various
organizational contexts, including education, healthcare, and
business. In schools, ADR is particularly relevant given its
focus on repairing relationships and fostering mutual
understanding. According to Idris (2024), ADR methods are
increasingly used in corporate settings because they preserve
relationships, promote confidentiality, and facilitate
amicable solutions. Alternative Dispute Resolution (ADR)
encompasses methods used to resolve workplace disputes
without resorting to litigation. ADR mechanisms, such as
mediation, arbitration, and conciliation, provide an effective,
efficient, and cost-friendly means of managing conflicts.
According to Okafor and Onu (2023), ADR reduces
workplace tension, enhances employee engagement, and
fosters long-term industrial peace.

Workplace disputes in a manufacturing setting like BUA
Cement Okpella arise from different sources, ranging from
employment terms to interpersonal relationships. The most
common categories include wage and compensation
disputes, workplace safety and health concerns, career
progression conflicts, interpersonal and team disputes, and
disciplinary actions.

One of the most frequent disputes in manufacturing
industries involves wage and compensation disagreements.
Employees may feel dissatisfied with their salaries, wage
increments, bonus allocations, or unpaid overtime, leading
to tensions with management. In Nigeria, research by
Adekunle and Okonkwo (2024) found that over 40% of
industrial disputes stem from salary-related grievances. This
issue is particularly relevant in BUA Cement, where salary
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structures are often benchmarked against industry standards,
but employees may still perceive disparities.

Another significant category of workplace disputes is health
and safety-related conflicts. Cement production is inherently
hazardous due to exposure to dust, chemicals, and heavy
machinery. Employees frequently raise concerns about
insufficient safety measures, lack of personal protective
equipment (PPE), or inadequate medical coverage for work-
related injuries. According to the Nigerian Labour Congress
(NLC, 2023), 30% of workplace disputes in the
manufacturing sector are linked to occupational health and
safety issues. Employees in BUA Cement Okpella may
demand better safety regulations, leading to disputes if
management fails to meet these demands.

Promotion and career progression disputes also play a
key role in workplace conflicts. Employees expect fair
promotion policies based on merit and experience. When
workers perceive favoritism, bias, or lack of transparency in
career advancement, conflicts arise. According to
Ogunbayo and Yusuf (2024), about 22% of workplace
conflicts in Nigerian manufacturing firms relate to career
advancement. At BUA Cement Okpella, employees may
challenge promotion decisions, creating tensions that require
ADR interventions.

Lastly, disciplinary and dismissal disputes remain a
critical source of conflicts. Employees may challenge
suspensions, terminations, or warnings, especially if they
feel these actions were taken unjustly. Wrongful dismissal
disputes often escalate when employees perceive bias or a
lack of due process. Ajayi and Nwachukwu (2023) found
that 25% of industrial employeeshave experienced
disciplinary disputes. In BUA Cement, ADR mechanisms
such as arbitration and conciliation have been deployed to
resolve such cases efficiently.

Concept of Workplace Harmony

Workplace harmony refers to a conducive work
environment characterized by minimal conflict,
cooperative relationships, and high levels of employee
morale. It ensures that employeescollaborate effectively,
respect organizational values, and remain committed to
corporate goals (Obi, 2024).

Indicators of Workplace Harmony

Reduced Workplace Conflicts:Fewer disputes over wages,
job roles, management decisions, and working conditions.
Increased Employee Satisfaction:Higher job morale and
lower stress levels due to fair treatment and conflict
resolution processes.

Enhanced Team Collaboration:A culture of teamwork
where employees work together despite personal or
professional differences.

Higher Productivity:A peaceful work environment enables
employees to focus on their responsibilities, improving
efficiency.
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Lower Employee Turnover:Employees are more likely to
remain in an organization where disputes are fairly handled.
Reduced Industrial Actions (Strikes, Protests, Work
Slowdowns):Effective  ADR mechanisms prevent labor
unrest, ensuring business continuity (Ogunleye, 2023).A
study by Eze and Olayemi (2024) found that organizations
that implement ADR experience 20% fewer workplace
disputes and 15% higher employee engagement
compared to firms that rely solely on formal litigation
Relationship Between ADR and Workplace Harmony
ADR mechanisms help in identifying and resolving disputes
before they escalate into larger industrial conflicts.
According to Adegbite and Yusuf (2024), early dispute
resolution prevents workplace disruptions and fosters
positive employer-employee relationships. Through fair
and transparent dispute resolution, ADR mechanisms
build trust and confidence among employees, reducing
workplace hostility and tension (Olawale, 2023). When
workers perceive that their grievances are handled fairly,
they cooperate better with management. Organizations
that rely on court-based litigation for dispute resolution
incur high legal costs and damage employer-employee
relations (Nwosu & lbrahim, 2024). ADR reduces the
burden on formal courts, ensuringfaster, cheaper, and
more effective conflict resolution. Peaceful work
environments lead to increased motivation and
productivity. Employees who work in ADR-oriented
organizations spendless time in disputes and more time on
productive activities (Uche & Ogbonna, 2023).Companies
with structured ADR policies experience better workforce
stability, higher job retention rates, and stronger
organizational performance (Bassey, 2023). A study by
Akinwale (2024) found that ADR adoption in
manufacturing firms resulted in 10-15% growth in overall
efficiency.

Conflicts in organizational settings are defined as
disagreements arising from competing interests, values, or
interpretations of goals among individuals or groups. Ajayi
and Benson (2024) argue that disputes are particularly
prevalent in manufacturing Industries like Bua cement,
Okpella, due to the diverse stakeholders involved, including
management, employees, reconciliators, and stakeholders.
Common sources of disputes in educational organizations
include:

Policy Implementation: Conflicts over the enforcement of
rules and regulations, especially when stakeholders feel
excluded from decision-making processes.

Interpersonal Relationships: Disagreements or
misunderstandings among staff, which can escalate if not
addressed promptly.

Management Decisions: Disputes between management and
employees regarding employment terms, performance
evaluations, or workload distribution.
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Management-Employees Relations: Disagreements between
management and the employees over disciplinary actions,
operational policies, or fees.

Unresolved conflicts within environment can disrupt
operatins, weaken teamwork, and reduce overall
organizational performance. The use of ADR to address
these disputes ensures that conflicts are resolved in a manner
that fosters collaboration and minimizes disruptions to
institutional operations (Evans, 2024).

The Role of Third-Party ADR in Conflict Resolution
The introduction of neutral third parties in ADR methods
provides an unbiased platform for conflict resolution. Third
parties can be internal (e.g., designated staff mediators) or
external (e.g., professional arbitrators or ADR consultants).
Their role is critical in fostering dialogue, ensuring
impartiality, and guiding disputing parties toward practical
solutions.

According to Adedeji et al. (2023), third-party ADR offers
the following advantages:

Neutral Perspective: The involvement of an external
mediator or arbitrator eliminates perceived biases that
internal stakeholders may bring.

Efficiency: Third parties are often trained professionals with
expertise in conflict resolution, which accelerates the dispute
resolution process.

Confidentiality: ADR allows conflicts to be resolved in
private, reducing the potential reputational damage that
could arise from public disputes.

The use of ADR in educational institutions like Futac
Schools, Okpella, aligns with broader organizational goals
of maintaining harmonious stakeholder relations and
fostering an environment conducive to collaboration.
Measuring Effectiveness of ADR in manufacturing
sector

Effectiveness in ADR can be assessed through several
parameters, including resolution time, cost-efficiency,
stakeholder satisfaction, and the preservation of
relationships. lbrahim and Mohammed (2025) propose the
following metrics for evaluating ADR outcomes:
Resolution Timeliness: How quickly disputes are resolved
compared to litigation. Faster resolutions minimize
disruptions to institutional operations.

Cost-Effectiveness: Reduction in costs associated with
conflict resolution, including litigation fees and indirect
costs like productivity losses.

Satisfaction with Process and Outcome: Stakeholders’
perceptions of fairness and acceptability of the resolution
process and results.

Sustainability of Agreements: The extent to which parties
adhere to agreements without resorting to further conflict.
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Challenges of ADR Implementation in manufacturing
sector

While ADR offers significant benefits, its implementation in
Nigeria faces several challenges, as highlighted by Onuoha
(2023):

Cultural Perceptions: ADR is sometimes viewed as inferior
to litigation, reducing its acceptance among stakeholders.
Lack of Awareness: Many organizations lack sufficient
knowledge about ADR methods, limiting their adoption.
Resource Constraints: Hiring professional third-party
facilitators may not be cost effective.

Institutional Resistance: Resistance from management or
staff who prefer conventional methods can hinder ADR’s
integration into organizational processes.

Addressing these challenges requires sustained awareness
campaigns, training programs, and policy reforms to
promote ADR as a viable alternative to litigation.
Implementing ADR in manufacturing settings, such as Bua
cement, Okpella, requires the alignment of ADR principles
with institutional objectives. Adopting a structured approach
ensures disputes are resolved swiftly while enhancing
stakeholder relationships. According to Ibrahim and
Mohammed (2025), integrating ADR into manufacturing
sector necessitates institutional commitment, skilled
facilitators, and policies that emphasize dispute prevention
and resolution.

The Rise of Third-Party ADR in Nigeria's Industrial
Sector

In Nigeria, third-party ADR mechanisms have gained
traction as an effective means of conflict resolution,
particularly in labor and industrial disputes. The National
Industrial Court of Nigeria (NICN)has established an
Alternative Dispute Resolution Centre to promote
peaceful resolutions of workplace disputes through
mediation and conciliation (NICN, 2024). The Nigerian
labor market, particularly in the manufacturing sector, has
witnessed several conflicts that, if not properly managed,
could lead to industrial unrest. The Nigerian Labour Act
(2023) emphasizes the role of ADR in ensuring peaceful
labor relations and workplace harmony. Several companies
in Nigeria's manufacturing sector, including BUA Cement,
have encountered industrial conflicts relating to worker
grievances, managerial decisions, environmental
concerns, labor disputes, and employee welfare issues
(Olawale & llesanmi, 2024). Given the industrial nature of
cement production, disputes may arise from unsafe working
conditions, wage-related issues, employment contracts, and
disciplinary actions. The importance of a structured dispute
resolution framework that promotes harmony cannot be
overstated.

Theoretical Framework

The theoretical framework provides the foundation for
understanding the relationship  between third-party
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Alternative Dispute Resolution (ADR) and workplace
harmony. Theories on conflict resolution, industrial
relations, and organizational behavior help explain how
ADR mechanisms contribute to a peaceful and productive
workplace environment (Akinwale, 2023). This section
explores key theories relevant to the study:

Conflict Theory (Karl Marx, 1848):Organizations due to
competing interests between different groups (Marx &
Engels, 2023). In the workplace, conflicts arise between
employees and management over wages, promotions,
and working conditions.

Social Exchange Theory (Blau, 1964):The Social
Exchange Theory explains that human relationships,
including workplace interactions, are based on mutual
benefits. When employees perceive fair treatment in
conflict resolution, they develop trust and commitment to
the organization (Blau, 2024).

Procedural Justice Theory (Thibaut & Walker, 1975):
Procedural Justice Theory states that employees value
fairness in decision-making processes more than just the
final outcome (Thibaut & Walker, 2023). It emphasizes
that transparent and fair ADR mechanisms improve
workplace harmony.

Systems Theory of Industrial Relations (Dunlop, 1958):
This theory interact with variousactors within a structured
system thatrequires conflict resolution mechanismsto
maintain balance (Dunlop, 2023).

Contingency Theory (Fiedler, 1964):Contingency Theory
argues thatno single approach works for all organizations.
Instead, ADR methods should beadapted to specific
workplace conditions(Fiedler, 2024).

The research on Third-Party Alternative Dispute
Resolution (ADR) and Workplace Harmony in BUA
Cement Okpella, Edo State is best anchored on the
Conflict Management Theory and Social Exchange
Theory. These theories provide a strong foundation for
understanding how ADR mechanisms impact workplace
harmony and employee relations.

Empirical Studies:

The empirical study investigated the efficacy of conflict
resolution mechanisms in employment relations within
multinational enterprises in Nigeria. The research examined
the effectiveness of both statutory and voluntary
mechanisms for regulating labour relations. The findings
suggest that appropriate conflict resolution mechanisms,
centered around negotiation and dialogue, are integral to
dealing with disharmony in employment relations.

A study by Usman et al. (2024) highlights ADR as a vital
instrument for conflict management, offering benefits such
as reduced costs, enhanced efficiency, and preserved
relationships. The research emphasizes the importance of
ADR in achieving effective conflict resolution in Nigeria.
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Similarly, Gupta (2024) conducted an empirical study
examining existing conflict resolution strategies and their
applicability to different conflict scenarios. The study
evaluated the effectiveness of various communication,
collaboration, and mediation techniques in resolving
workplace conflicts, providing recommendations for
implementing conflict resolution strategies tailored to the
unique needs and challenges of organizations.

Alam and Chaity (2024) also evaluated industrial dispute
resolution methods, noting a preference among parties for
ADR over adversarial processes. The study emphasizes the
need for an evaluation of ADR to infer its effectiveness in
resolving industrial disputes.

Research indicates that while ADR practices are
increasingly viewed as improved methods for resolving
workplace conflict, challenges remain. Issues such as lack of
awareness, resistance to change, and inadequate training can
hinder the effective implementation of ADR mechanisms.
However, the prospects for ADR are promising, with
potential for fostering harmonious work relations and
reducing litigation.

Gaps in Literature

These gaps highlight areas where further research is needed
to deepen understanding and enhance the practical
application of ADR in organizational settings, particularly in
Nigeria's manufacturing sector, such as BUA Cement
Okpella.

Existing research on ADR in the workplace has largely
focused on corporate organizations, service-based
industries, and government institutions (Gupta, 2024).
However, there is a limited body of literature examining
ADR in the manufacturing sector, particularly in
Nigeria.Most ADR studies focus on industries with
frequent contractual disputes, such as banking,
telecommunications, and law (Usman et al., 2024).Few
studies analyze how third-party ADR mechanisms
(mediation, arbitration, and conciliation) specifically
influence workplace harmony in cement manufacturing
plants like BUA Cement.

Studies on ADR’s impact on workplace harmony have
yielded conflicting results. Some scholars argue that ADR
fosters peaceful coexistence, teamwork, and reduced
litigation costs (Obi, 2024), while others suggest that ADR
fails when power imbalances exist between disputing
parties (Adeyemi&Ojo, 2023).

Although ADR is gaining recognition in Nigeria, there is
limited empirical data on how widely it is adopted by
organizations in the private sector. Existing studies focus
more on court-mandated ADRrather than its voluntary
adoption by firms (Usman et al., 2024).Without sufficient
empirical data, it is difficult to assess the real-world
effectiveness of ADR in resolving workplace conflicts in
Nigeria's industrial sector.
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Most studies on ADR and workplace harmony focus on
short-term conflict resolutionrather than long-term
organizational benefits (Obi, 2024). There is little
researchon how ADR influences employee performance,
job satisfaction, and staff retention over time.This gap
highlights the need for longitudinal studiestoassess ADR’s
sustained impact on workplace dynamics and employee
well-being in organizations like BUA Cement Okpella.
METHODOLOGY: This study adopts a mixed-methods
research design, integrating both quantitative and
qualitative approaches to explore the effectiveness of
third-party ADR in promoting workplace harmony in BUA
Cement Okpella. The mixed-methods approach enables the
researcher to collect comprehensive data that reveal not only
the patterns and frequencies of disputes (quantitative) but
also the contextual perceptions, experiences, and outcomes
(qualitative) from both employees and management
(Creswell & Plano Clark, 2023). The quantitative aspect
involves the use of structured questionnaires to collect
numerical data on dispute types, frequency, duration of
resolution, and satisfaction levels. The qualitative
component includes in-depth interviews with HR personnel,
union representatives, and mediators to gain rich insights
into perceptions and institutional practices concerning ADR.
The population for this study consists of the entire
workforce of BUA Cement Okpella, which includes
management staff, operational-level employees, and
administrative personnel. As of 2024, the estimated
workforce strength at BUA Cement Okpella is
approximately 1,800 employees (BUA Human Resource
Report, 2024). This population was selected due to its
relevance and direct engagement with workplace disputes
and ADR processes.

The study employs a stratified random sampling
technique to ensure representation across different
employment levels—management, senior staff, junior staff,
and union members. From the total population, a sample
size of 300 respondents was selected using Taro Yamane’s
formula for determining sample size:

The quantitative data were analyzed using descriptive
statistics (percentages, mean scores, frequency distribution)
and inferential statistics such as Chi-square tests and
regression analysis using SPSS to determine relationships
between the application of ADR and indicators of workplace
harmony (e.g., turnover rates, absenteeism, grievance
recurrence).

For qualitative data, responses from interviews were
transcribed, coded, and analyzed using thematic
analysis, a technique that identifies, analyzes, and reports
patterns within the data (Braun & Clarke, 2024).

To ensure validity, content and face validation were carried
out by experts who assessed the relevance of the
questionnaire and interview guide to the research objectives.
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Construct validity was also ensured by aligning the
questionnaire items with the theoretical constructs of ADR
effectiveness and workplace harmony.

Summary of findings

i. The study revealed that ADR significantly reduces
workplace conflicts by providing a faster and less
adversarial resolution process compared to litigation. A
large percentage of employees confirmed that ADR
mechanisms improve communication between disputing
parties, fostering a more cooperative work environment
(Gupta, 2024; Usman &Adeyemi, 2024).

ii. Findings indicated that ADR enhances workplace
harmony by reducing tension, improving trust, and
encouraging fair conflict resolution. Employees perceived
ADR as a neutral and effective tool for addressing
grievances without fear of retaliation (Obi & Yusuf,
2024).

iii. The study found that most employees prefer ADR over
internal disciplinary measures or litigation. ADR is
perceived as more participatory, confidential, and less
punitive, which enhances employee commitment to the
organization (Creswell & Creswell, 2023).
Recommendations

Based on the study’s findings, the following
recommendations are proposed:

i. BUA Cement Okpella should implement regular ADR
training programs for managers, supervisors, and
employees to improve dispute resolution skills.

ii. The company should create independent ADR
committeesto handle workplace disputestransparently and
fairly.

iii. ADR should be incorporated into company policies and
employment contracts, ensuring that all employees are
aware of and have access to ADR services.

In conclusion, the research reveals that third-party ADR
methods are highly effective for conflict resolution within
manufacturing sector such Bua cement, Okpella,
contributing to improved relationships, reduced tension, and
a more collaborative organizational culture. However,
challenges such as limited resources, insufficient training,
and cultural barriers must be addressed to maximize the
effectiveness of ADR. By taking steps such as formalizing
ADR into manufacturing sector policies, improving training,
engaging professional facilitators, and addressing
stakeholder concerns, Bua cement can ensure that ADR
continues to serve as an effective, long-term strategy for
maintaining peace and fostering positive organizational
dynamics. The recommendations provided offer a roadmap
to overcoming existing barriers and positioning ADR as a
central, institutionalized approach to conflict resolution at
Bua cement Okpella.
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