AN EVALUATION OF CONFLICT MANAGEMENT IN LOCAL GOVERNMENT SERVICE
ABSTRACT

This research study is to investigate the conflict management in local government. Service with particular reference to Ojo local government being the local government use as a case study for this work. Conflict management is very crucial in the achievement of each other actually when there are employer over some issues like condition of work or condition of employment. The local government, which is the third tier of the executive arm of government, is established to meet the welfare the local people. The ubiquitous presence of conflict can hinder the local government constitutional duties. The activities of various social groups in the local government. If not effectively controlled or managed can be costly in terms performance &,reputation. The instrument used to carryout this study effectively was the questionnaire which was administered to the staff of Ojo local government area total number of one number (100) questionnaire, were administered which the hypotheses using percentage while the hypothesis was tested with he chi--square statistics. The result and funding of the study reveal that conflict management in the local government is the fundamental phenomenon that effect the performance of the local government management its employee.

CHAPTER ONE

INTRODUCTION

1.1 BACKGROUND TO THE STUDY
The term conflict specifically means breakdown of relationship between parties and this was corroborated by oxford English dictionary definition in which conflict was defined as a serious disagreement, on argument, a struggle, a fight. The history of mankind cannot be devoid of conflict from the primordial age to the era of communal capitalism, feudalism up to the present.

A lot of attempts were recorded in capturing various sources of conflict and how it can be effectively managed. In every organization where people of different backgrounds and interest have , to interact in the collective effort towards achieving a common goal, conflict is bound to take place. This is because every member of the organization comes from different places, background and brings to the workplaces his own personal interest, ambition, which he/she earnestly desires to achieve along organizational goals. These individual goals may not necessarily be compatible with that of other members and as a result of this conflict will definitely come up in the organization:

Conflict management may be planned and formal or unplanned and verbal or physical ranging from passive resistance to active aggression.

Conflict takes place between individuals and between groups, between distinct organizations or groups within an organization and conflict no doubt is an important element of social interaction and apart from being a "negative " factor that "tear apart" conflict may contribute in many way to the maintenance of groups and collectivities as well as the cementing of inter personal relations. A conflict is therefore endemic. It is common knowledge that an organization needs peaceful co-existence for survival, which may be threatened by conflict.? Conflict management is very crucial in the achievement of organization goals for proper understanding of each other actually when there are disagreement between the employees and employers over some issues like conditions of employment etc. Karl Marx and some scholars say that industrialization is a mixed blessing, which has brought prosperity, strike and dispute in industries. It is unthinkable to find any organization without conflict.

The local government, which is the third tier of the Executive arm of government, is established to meet the welfare needs of the local people. Although the various local councils in the country were created in the early 50s to perform localized functions and to bring government closer to the people, the purpose of local government is essentially to promote democracy at the grassroots level and ensure service delivery. A local government system may be recognized as either a single - tier or multi-tier local government. It is single tier if it performs all the functions assigned to a local government within its area of jurisdiction and it is multi tier, if two or more local councils share responsibility for local services within a given local territory. The management structure of local government takes the form of mayoral or mayor - council model. The mayor (chairman) is a weak mayor, as he does not have the power to appoint, remove and supervise the entire administrative staff. The ubiquitous presence of conflict can hinder the local government in discharge of its constitutional duties. The activities of various social groups in the local government if not effectively controlled or managed can be costly in terms performance and reputation. In fact any organization without conflict is as good as dead. Conflict can only be dysfunctional or harmful where there is no machinery that is put growth of the organization.

Conflict management expressed in what ever form pose cost to all industrial relations actors, certain machinery have to put in place for emerged overtime and new approaches are being worked out to reduce the effect of conflict in both public and organized private sector in order to prevent the development of all forms of costly expression of industrial discontents.

1.2 BRIEF HISTORY OF OJO LOCAL GOVERNMENT

Ojo local government was carved out of Badagry local government in May, 1989. Until October I, 1996, when two other local governments namely Amuwo - Odofin and AjeromiIfelodun local governments were created, it was the most population of 1.01m by the 1991 national population census provisional figure.

With the creation of Amuwo-Odofin and Ajeromi/Ifelodum local governments, there were boundary adjustments. As at now, the local government shares boundaries with Badagry local government at Oto with the Ologe lagoon forming a natural boundary on its southwest flask. It is bounded in the East by Amuwo-Odofin local government, in the North by Alimosho local government and in the south by the lagoon.

Ojo houses the Alaba International Market, which is the largest electronics, electrical parts, and allied material market in the West Africa Sub-Region.

Currently, Ojo local government Area is divided into 11 Electoral Wards, which are represented by councilors under the leadership of Apostle Solomon Ajibola Akin- Aina as Executive chairman.

Local Government Administration

Local government in the federation over the year have gone through various reforms, particularly during the regime of Generals Ibraham Babangida and Sani Abacha when local governments had their political functionaries either elected or appointed and enjoyed autonomy.

The present political functionaries at the local government level were elected on April, 2003 on party basis. However, the elected functionaries assumed office on June 1, 2003 having been sworn-in by the Executive governor of Lagos state, Senator Bola Ahmed Tinubu.

The 1999 constitution, which is the operational statue book for the fourth republic, put the control of local government administration under the state government, this led o he passing of bill on local government into law on October 4, 1999 in Lagos state. The law provided for a total separation of the executive and legislative powers at the local government level. ' Thus empowering the chairmen to appoint members of their executive committee i.e. the supervisors and the secretary to the local government, while the elected constitute the legislative arm.

The Executive Arm

At the top of the Executive Arm is the chairman of the local government who is the chief Executive and accounting office. Other members are the Vice-chairman, supervisors and secretary to the local government as appointed by the chairman and top officers in the service of the local government. The supervisors are the political heard of department. The executive arm is largely responsible for policy formulation, control of finances and award of contracts, among other.

The Legislative Arm

The legislative arm comprises the elected councilors with a leader and the Deputy elected from among he councilors. The legislative arm also has a council clerk who takes care of the proceeding of the council and its general administration. The leader presides over the council meetings.

The legislative council among other function debates amends and approves and advises the chairman when necessary.

1.3 STATEMENT OF RESEARCH PROBLEM

Conflict as expressed in strike and other from industrial action including peaceful negotiation seem to be more evident and prevalent in unionized organization. Workers do not have recognition of unionized organization. In non-unionized organization workers do not have recognition of common front to protect collective interest, and as a consequence of the absence of consensus opinion, management is expected to be with a barrage of individual workers demand, which naturally would be very difficult, is manage.

The situation which is expected to be more conflict prone is paradoxically more peaceful even when conflict in all ramification is considered in unionized organization trade union support for workers in exercise of their power arising from group dynamic has been deplored by employers as being dysfunctional is an ideal peaceful industrial environment employers believe that minor dispute which would have been settled in- house are blown out of proportion by unions, and the notion of unions insistence on cost involving elaborate grievance procedure is concern to employers.

1.4 PURPOSE OF STUDY

The purpose of this study is to examine in clear terms the specific cause of conflict in a local government service. It would attempt to establish modern management techniques of conflict management. The study will proffer an 'over view of labour management relations in an organization and examine having identified the cause of conflict, grievance and dispute, the effectiveness of the machinery set for the resolution of the grievance and dispute which is restricted to the internal and external. (Statutory) machinery and collective agreement between the senior staff workers and junior staff workers and their management with a view to making suggestions to improve and or minimize, and if possible eliminate dispute from labour management interaction in an organization.

1.5 SIGNIFICANCE OF STUDY

This study is expected to establish specific cause of conflict in a local government service and how it effect can be mitigated. It would give manager of the organization insight on the forms of conflict in their organization and enhance their ability to manage such conflict.

The employee of local government and tend to benefit from the research most especially Ojo Local Government workers because the research would practically establish the benefit of organization harmony thereby ensuring their job security the research would also be beneficial in the area of research exercise for would be researcher. The study will also help to fashion out an understanding of the causes, nature and resolution of the conflict.

1.6 RESEARCH QUESTIONS

The study will attempt to address the following questions:

i. Can structural problem lead to conflict?

ii. Can inter-government relationship generate conflict?

iii. Does political and bureaucratic corruption result to conflict?

iv.  Have you ever had cause to protect over issues :concerning wages and salaries?

v. Can dissatisfaction as to working environment and condition lead to conflict?

vi. Are you aware of any internal machinery for settling dispute in the organization?

1.7   RESEARCH HYPOTHESIS

i. 

Ho:There is no relationship between conflict and its management in a Local government service.

HI: There is a relationship between conflict and its management in a Local government services.

ii. 

Ho: There is no cordial working relationship between management and employees that enhances productivity.

HI: There is cordial working relationship between management and employees that enhances productivity.

iii. 

Ho: Effective conflict resolution does enhances employee's productivity.,

HI: Effective conflict resolution enhances employee's productivity.

iv

HI: Cordial working relationship between management and employees enhance productivity.

Ho: There is no need for modern management techniques in the operation of local government service for high productivity to be ensured.

HI:    There is need for modern management techniques in the operation of local government service for high productivity to be ensured.

1.8 DEFINITION OF TERMS

CONFLICT: This is defined as serious disagreement, an argument, a struggle, a fight.

MANAGEMENT: This is defined as the art of getting things done through people.

LOCAL GOVERNMENT: This is defined as the vehicle for dynamic rural development and the third tier of the Executive arm of government.

CHAPTER TWO

LITERATURE REVIEW

2.0 Introduction

This chapter presents a review of literature about conflict management strategies. The first section focuses on the concept of conflict, its nature, different views about conflict, conflict process, levels, types, causes, effects of conflict on performance and styles for managing conflict. Section two is theoretical review, section three is empirical review of the literature, section four is the synthesis, section five is the conceptual framework and the last section is knowledge gap.
2.1 The concept of conflict

Babyegeya (2002: 219) defines conflict as a breakdown of communication between members of an institution or situation where decision are not well understood, hence causing difficulty in selecting an alternative action. Shmidt and Kochan (1972:357) define conflict as a struggle between two parties and characterized by overt expression of hostility and or intentional interference in the goal attainment of the opposing party.

Lippit (1982:68) contends that conflict is a complex phenomenon that occurs in an institution and in work relationship. Lippit further defines conflict as the process which begins when one party perceives that the other has frustrated or is about to frustrate some concern of his/hers. Hence, conflict is caused by unlike points of view.

Darling and Walker (2001:230) viewed conflict as a situation in which it becomes impossible for two or more individuals operating within a unit to exist together. As a situation, conflict is an unpleasant fact in any organization as long as people compete for jobs, resources, power, recognition and security. Organizational conflict can be regarded as a dispute that occurs when interests, goals or values of different individuals or groups are incompatible with each other. This results in a situation whereby they frustrate each other in an attempt to achieve their objectives.

Therefore, conflict is a disagreement of ideas, interests, values and beliefs that occurs between one individual and another or one group or department and another or one organization and another or one country and another. Perceptions, attitudes and styles play an important role in determining whether a conflict leads to beneficial or destructive outcomes
2.1.1 Nature of Organization conflicts

Gupta (2001) suggested the following features of conflict;

Conflict occurs when two or more parties pursue mutually exclusive goals, values or events since these values or goals are incompatible, one or more values can be pursued only at the cost of another.

Conflicts refer to deliberates behaviours. If one party does not block the achievement of goal of other deliberately it does not amount to conflicts. Accident interference is immaterial.

Conflict is different from competition, in conflict one party sees an opportunity to acquire resource or perform activity, in competition both parties may try to win but neither party actively interferes with the other.

Conflicts are the opposite of cooperation, which implies mutual trust and confidence among employees in an organization. They see the common super coordinate goal and cope willing to help each achieving the goal. Cooperation is essential for the successful functioning of every organization. On the other hand, conflict determines the survival and growth of an organization except in some cases when the member of the organization fails to see the common goal. As the conflict arises it becomes too attached to their narrow departmental personal goals which come in conflict with the achievement of the overall organizational goal.

Conflicts are dynamic process, it indicates a series of events and each conflict is made of sequence of interlocking conflict episodes.

2.1.2 
Different views about organizational conflict

Different authors suggest three schools of thought about conflicts, these are; traditionalist view, human relation view, and interactionist view. According to Robbins (2001) the following are views about organizational conflict.

2.1
Traditionalist view

The early approach to conflict assumed that all conflict was bad. Conflict, by definition, was harmful and was to be avoided. The traditional view was consistent with the attitudes that prevailed about group behaviour in the 1930s and 1940s. Conflict was seen as a dysfunctional outcome resulting from poor communication, a lack of openness and trust between people, and the failure of managers to be responsive to the needs and aspirations of their employees.

Robbins (2001) argues that conflict must be avoided. Conflicts were viewed negatively and were synonymously with such terms as violence; destruction and irrationality to reinforce its negative connotation. Hence, it was seen as a dysfunctional outcome resulting from poor communication, lack of openness and the future of manager was to be responsible to the needs and aspirations of their employees.

Annie (2013) advocates that conflicts are a dysfunctional, destructive and irrational usually caused by poor communication, a lack of trust, or a failure to be responsible to the needs of others.

2.1.1
 Human relations view

The human relations position argued that conflict was a natural occurrence in all groups and organizations. Since conflict was inevitable, the human relations school advocated acceptance of conflict. Proponents rationalized its existence: It cannot be eliminated, and there are even times when conflict may benefit a group's performance. The human relations view dominated conflict theory from the late 1940s through the mid-1970s (Robbins 2001). Conflict is natural in groups and organizations. It may even be beneficial in some occasions; hence one has to learn to live with it (Annie, 2013)

2.1.2
 Interactionist view

While the human relations approach accepted conflict, the interactionist approach encourages conflict on the grounds that a harmonious, peaceful, tranquil, and cooperative group is prone to making an orgainisation become static, apathetic, and nonresponsive to needs for change and innovation. The major contribution of the interactionist approach, therefore, is encouraging group leaders to maintain an ongoing minimum level of conflict enough to keep the group viable, self-critical and creative (Robbins, 2001). The argument is that without conflict, we become static and non-responsive. Conflict keeps us viable and creative (Annie, 2013)

2.1.3 
The conflict process

Robbins (2001) argues that conflict can be seen as comprising five stages; potential opposition or incompatibility, cognition and personalization, intentions, behaviours and outcomes.

Stage I: Potential Opposition or Incompatibility

The first step in the conflict process is the presence of conditions that create opportunities for conflict to arise. They need not lead directly to conflict, but one of these conditions is necessary if conflict is to arise. For simplicity's sake, these conditions (which also may be looked at as causes or sources of conflict) have been condensed into three general categories: communication, structure, and personal variables.

Stage II: Cognition and Personalization

If the conditions cited in Stage I negatively affect something that one party cares about, then the potential for opposition or incompatibility becomes actualized in the second stage. The antecedent conditions can only lead to conflict when one or more of the parties are affected by and aware of the conflict.

As noted in definition of conflict, perception is required. Therefore, one or more of the parties must be aware of the existence of the antecedent conditions. However, because a conflict is perceived does not mean that it is personalized. In other words, "A may be aware that B and A are in serious disagreement but it may not make A tense or anxious, and it may have no effect whatsoever on A's affection toward B. It is at the felt level, when individuals become emotionally involved, that parties experience anxiety, tension, frustration or hostility.

Stage III: Intentions

Intentions intervene between people's perceptions and emotions and their overt behaviour. These intentions are decisions to act in a given way. Why are intentions separated out as a distinct stage? You have to infer the other's intent in order to know how to respond to that other's behaviour. A lot of conflicts are escalated merely by one party attributing the wrong intentions to the other party. Additionally, there is typically a great deal of slippage between intentions and behaviour, so that behaviour does not always accurately reflect a person's intentions. Two dimensions of conflict handling intentions are by using cooperativeness (one party attempts to satisfy the other party‟s concerns), assertiveness (one party attempts to satisfy his or her own concerns). Five conflict-handling intentions can be identified: competing (assertive and uncooperative), collaborating (assertive and cooperative), avoiding (unassertive and uncooperative), accommodating (unassertive and cooperative), and compromising (midrange on both assertiveness and cooperative).

Stage IV: Behaviour

When most people think of conflict situations, they tend to focus on Stage IV because this is where conflicts become visible. The behaviour stage includes the statements, actions, and reactions made by the conflicting parties.

These conflict behaviours are usually overt attempts to implement each party's intentions. But these behaviours have a stimulus quality that is separate from intentions. As a result of miscalculations or unskilled enactments, overt behaviours sometimes deviate from original intention.

Stage V: Outcomes

The action-reaction interplay between the conflicting parties results in consequences. As our model (see figure 2.1) demonstrates, these outcomes may be functional in that the conflict results in an improvement in the group's performance, or dysfunctional in that it hinders group performance.
General Forms of Conflicts: The Nigerian Case

The Nigerian political scene parades five major forms of conflicts, namely communal/sectarian, elite, factional conflicts, mass conflicts, and administrative conflict.

Communal conflicts usually arise between two or more communities over historical, economic, political and religious disputes. Gboyega identifies religion and the increasing economic deterioration of the country as the actual bane of communal conflicts (Gboyega, 1995:191). Instances of this form of conflict within the past five years are the communal uprising in Sagamu, Kano and Ibadan, between the Hausa and the Yoruba over religious and economic issues. This type of conflict is very common in Nigeria. Particular examples include Kafanchan crisis(1999), Junkuns and Tiv communal crisis (1998), Zangon-Kataf uprising(1996), Iju Ita-Ogbolu feud(1997), Bauchi Christians and Muslim clash(1997), Ife-Modakeke crisis (1981; 1983; 1997 and 1998), Sagamu and Kano ethnic violence(1999), Ijaw-Itshekiri(1997 to date), Ilorin chieftaincy conflict (1995 to date) to mention a few. Notable about these conflicts is that the intervention of the local government is usually required irrespective of the magnitude or (he significance of the conflicts. This is so for the fact that each time there is a communal conflict, it takes place within a local government. Where this type of conflict takes place too often, it has the tendency of challenging state's territorial integrity and may possibly destabilise the initial network of power distribution in the affected society. This is why communal conflicts at their apogee manifest in the form of civil wars and violent uprisings (Decalo, 1980:28-56; 1989:491-509).

Administrative conflict ranks next to communal conflict in relation to the way it affects local government administration. In the case of communal conflicts, the entire community does not experience peace and stability, while administrative conflicts affect the smooth running of the local government administration. This form of conflicts manifests in dis-harmony among top principal local government officials and functionaries such as the chairman, vice chairman, secretary, directors of finance, directors of administration, director of works, the primary health co-ordinator, the supervisory councillors and the councillors. The administrative conflicts in the local government always assume these three major forms, which are:

1.
Conflicts between political officers and the career officers.

2.
Conflicts between the chairman and the vice chairman.

3.
Conflicts between the chairman and the councillors.

4.
Conflicts between Directors and their Deputies.

5.
Conflicts between Directors of Personnel Management and Finance on one hand and other Directors.

Starting with the conflict between the politicians and the careerists, the conflict is one of the formations of alliances by the career officers led by the secretary (or the Director of Administration as the case may be) on one hand, and the political officers led by the elected chairman or Administrator on the other hand. Often, the conflicts usually centre on pecuniary issues as well as power tussle. The second major conflict, which occurs between the Chairman and his vice is predominant when the two fall into different political camps. In this case it is often alleged that the former is marginalizing the latter in the administration of the local council. However, the reality of the conflict centres on unequal access to the resources of the local government in form of claims, allowances and other benefits that are directly attached to the office of the chairman. In essence, the unequal status of the two offices and the unbalanced benefit accruing to each give room for natural envy and suspicion, a situation, which is capable of breeding conflict.

The last major conflict usually occurs between the chairman, who is the chief executive officer and the councillors who constitute the legislature of the local government. The interface is such that the councillors, in the quest for relevance and struggle for extra pecuniary benefits beside their statutory monthly emolument, have to encounter the chairman either individually, or collectively in the House through normal legislative proceedings. Either way, the councillors require the favour of the chairman while the latter also requires their support to have a smooth policy formulation process..

The third type of conflict is Elite conflict and it has the tendency of degenerating into factional conflicts, which is the fourth type of conflict to be discussed in this essay. As the word 'elite' suggests, elite conflicts are organised by the elites but it also has a way of extending to other social groups as well as to the grassroots, both in its process and consequences. The elites' mobilisation strategies are basically aimed at gaining access to the centre. Moreover, it is to increase the faction participation or even to gain the control of the government and to influence the political scene in the society. In the final analysis, the conflict is to affect specific policy decisions of the government.

This conflict manifests in the local government administration in a peculiar way. It must be noted that the successful politicians came to office through some political camps, which are controlled by different elites. When the local government machinery is properly on the ground, the elites are always of the ploy to provide a sort of remote control mechanism on the chairman, secretary, supervisory councillors and the councillors. In most instances, they even dictate how contracts should be awarded and to whom within their camp. Conflicts now ensue when they are unable to have their ways. For the political officers in the local government to succeed, they need to disengage themselves from the apron string of these elites and their often-selfish advice and instructions.

Factional conflict is a variant of the elite conflict but in extreme cases, may lead to secession moves or reactionary groupings. Where this type of conflict is allowed to thrive, the local administration may be paralysed.

The last form of conflict is mass conflict. This type of conflict is usually tagged "revolutionary conflict71 and it is always radical in approach, the objective of which is to permanently alter the power structure of a country. In other words, it is a resort, which involves despondent citizens who seem to have no other options other than violent protest against a repressive and an autocratic government. Although this type of conflict is not common at the local level, nonetheless, when it exists, it has the tendency of terminating the local administration in place.

Peculiar Conflicts in Local Government System

Two dominant conflicts feature in every LGC in Nigeria namely, Elites' conflict and Inter-Departmental/Intra Departmental Conflict in LGCs, which is a variant of Administrative Conflicts. The Elite conflict in the LG is a latent form of conflict that is not readily visible even though it is about the most cogent defining force underpinning virtually every other form of conflict in the LG system. This form of conflict manifests in the background manipulations and maneuvers orchestrated by the power elites in the political society whereby the LG Chairman is remotely controlled and influenced to do recruitment, award of contracts and execution of projects in the line of interests of the power elites. An attempt by the Chairman of the Council to pursue an autonomous line of interest inevitably leads to conflict.

Intra departmental conflict is another major form of conflict in the local government system. This is common between very senior technical staffs who are on say, GL 10 - 12 and who have risen along the line to that status; and young professional staff with university degrees. This senior technical staffs does find it difficult to co-operate with their younger professional superiors and this is a major form of conflict in the local government system. Another form of this conflict is visible in the works department where technical and professional staff conflict on superiority and seniority. While the technicians lay claim to long years of experience in the service, the professional staff lays claim to professional qualification. This is also visible among director of finance and vote controllers using the same argument as above.

In general department, conflicts do ensue sequel to envy from other departments in the local government council. Other departments for example, see the general department headed by the Director of Personnel Management (DPM) as a cog in the wheel of progress of other departments. At this juncture however, the truth of the matter is that some Heads of Department are themselves not in line with the day-to-day administrative system of the local government. They do not attend departmental meetings where and when they are expected to present cases in respect of their departments' staff. Staff requests such as conversion, maternity leave or even application for annual leave are deliberately held up in their offices and yet the buck-passing is always on the administration and general department.

Conflict of Interest

It has been discovered that in the local government administration the issue that always generates problem is the conflict of interest whereby some higher civil servants develop special interest in some departments while other departments are neglected.

Team Work

To have this problem of conflict solved, administration in the local government must be seen as a team work; and to a certain level, the interest of the whole departments constituting the local government council should be appropriately addressed as such.

All local government workers should develop interest in the LGC as an indivisible entity from where every staff including departmental heads derives his/her livelihood. There should be "es-pirit de corps ". This is because failure in a department is a failure of that local government.

Strategies for Conflict Resolution

Different procedural strategies abound for the resolution of conflicts. These strategies could either be formal or informal. Among these myriad of strategies, a few stand out for consideration. Borrowing Zartman's six-fold typology (Zartman, 1997, p. 12) with modifications it will be discussed in what immediately follows eight strategies for resolving conflicts. The first strategy is Reconciling and it involves the bringing together of disputing parties around a table by a neutral party in order for the feuding parties to bury their hatchets. In the parlance of labour relations, this strategy is otherwise called bargaining or negotiating. In either way, parties in dispute are called together to clarify the points of conflict and reach a peaceful compromise. In the case of local administration, this is a very invaluable strategy and it is hereby recommended.

The second is Allocating, and it is often adopted by the government when Reconciling does not prove very effective in conflict resolution. Here, the government intervenes directly and determines what each of the disputing parties gets as share or payoff.

Institutionalisation is the third strategy and it refers to the totality of institutional procedures both at the administrative and legislative levels in resolving conflicts. In other words, it is the application of rules or institutional procedures for the purpose of resolving conflicts. Moreover, the judicial decision is also part of the institutional procedure. It implies that, the feuding parties can seek redress in the law courts.

The other strategy is referred to as submerging. It "refers to government initiatives that overcome the conflict by putting forth new program, higher goals, overarching concerns, or reframe perceptions" (Zartman, 1997 p. 2). This strategy is found very suitable in local government administration. In instances of knotty conflicts, the local government authority can put in place new programmes, or set superseding goals and policies. In this way, the local government authority would have tactically submerged the conflict. It is equivalent to 'shifting the goal posts during the match'.

The fifth strategy of conflict resolution in Zartman's six-fold typology is Adjudication. Here the government boldly comes out with a clear policy statement regarding who is right and who is wrong in a particular conflict situation. This is an important strategy, which most governments usually shy away from adopting. Even in clear cases of justice, government finds it difficult to adjudicate without fear or favour. After properly constituting panels of inquiry, the white paper, or even the reports of those panels may not be allowed to see the light of the day. Notable in this respect are the cases of the report of Royal Committee (the committee was constituted by the Osun State Government in 1998) 6n Ife-Modakeke crisis, and the report of Ekundayo Panel of Inquiry into the chieftaincy conflicts in Ilorin in 1986. The reports of these panels were never officially released and consequently, no white paper was released. This scenario is common in Nigeria and it shows the trauma of justice. Furthermore, it has the tendency of creating a disintegrative tension in the current fragile polity of Nigeria. In this connection therefore, the local government system across the country should adopt this strategy more often in local governance and it will mark the beginning of transparent local governance in the country.

The sixth strategy, which is Repression, is peculiar to authoritarian government where popular participation is discouraged or not allowed. It is the deliberate practice of stamping out conflicting agents or groups through intimidating means, which may include arrest, detention, assassination, tactful elimination or banishment. This strategy is not a democratic one but can only be used to suppress a revolutionary on subversive movement.

The seventh and the last strategy, which is considered equally important for discussion is Opting on! This is not contained in Xartman's typology but it is equally important in that it is a unilateral action whereby the aggrieved party voluntarily withdraws without entering into negotiation with the other party. The strategy only requires that a dissatisfied member opts out without taking up arms against the other party. In this type of strategy, the two parties only disagree on mutual policies but could survive virtually independently of each other. The dissatisfied feels the best option is simply to opt out. Applying this to local governance, it is also possible that feuding parties may opt out when dissatisfied without designing devastating ploys to destabilise the local government administration.

Effects of conflicts on performance

Conflicts generally can be result in positive and negative aspect as happened in any working places. In positive attitude conflict can increase efficiency and productivity in working place but in negative aspect the conflict reduces production and efficiency and this may lead to the collapsing of an organization.

Positive effects of conflict

The positive effects of conflict that support goals of group and improve its performance are known as functional conflict, the listed here are some positive or functional aspects that may occur in the organization (Khanka, 2004)

Conflict helps to establish our identity and independence, intensity of conflict demonstrates the closeness and importance of relationships. Intimate relationships require us to express opposing feelings such as love and anger. The coexistence of these emotions in a relationship creates sharpness when conflicts arise. While the intensity of emotions can threaten the relationship, if they are dealt with constructively, they also help us to measure the depth and importance of the relationship

Conflict can build new relationships. At times, conflict brings together people who did not have a previous relationship. During the process of conflict and its resolution, these parties may find that they have common interests and then work to maintain an on-going relationship, conflict establishes and maintains group identities. Groups in conflict tend to create clearer boundaries which help members determine which part of the “in-group” one is and which part of the “out-group” one is. In this way, conflict can help individuals understand how they are part of a certain group and mobilize them to take action to defend the group’s interests.

Conflicts enhance group cohesion through issue and belief clarification. When a group is threatened, its members pull together in solidarity. As they clarify issues and beliefs, renegades and dissenters are weeded out of the group, creating a more sharply defined ideology on which all members agree and conflict creates or modifies rules, norms, laws and institutions. It is through the raising of issues that rules, norms, laws and institutions are changed or created. Problems or frustrations left unexpressed result in the maintaining of the status quo.

Negative effects of conflict

Hotepo et al. (2010) contend that, negative effects of conflict to the organization are in terms of poor performance, lack of cooperation, wasting of resources and productivity. Gupta (2001) provides the following negative effects of conflict on performance;

Disequilibrium

Conflict disturbs the equilibrium in the organization. The constructions of individuals do not match their inducements because of some disequilibrium that prevails for long time. It will try to bring equilibrium either by increasing the contributions or getting rid of individuals whose contributions are low. Groups become antagonistic towards each other, tension and stress. Conflict affects the physical and mental health of people by creating tension and stress. Intensive conflict generates feelings of anxiety, guilt, frustration and hostility. Cooperation and coordination between individual and group become difficult due to climate of suspicion and distrust. Conflict may be a source of dissatisfaction to the losing party.

Diversion of energy

Conflict diverts efforts towards destructive activities. People try to focus more on their personal goals rather than on organizational goals. They spend more time on designing tactics to win the conflict rather than on pursuing organizational goals in extreme cases even sabotage and illegal activities may take place.

Rigidity

Authority and responsibility relationship among members become more clearly defined. As a result the organizational structure becomes more rigid. Groups become more task orient and leadership becomes more directive.

STYLES OR STRATEGIES FOR MANAGING CONFLICT

Rahim (2000; 5) pointed out that, the concept of "conflict resolution implies reduction, elimination, or termination of conflict. There are various conflict strategies or styles which various scholars have identified.

Rahim (1983:369-376) identified five styles which are the most common in solving conflict within individuals, groups and community at larger. These are;

Avoidance conflict style

Avoidance conflict style is typically used when an individual has reduced concern for their own outcomes as well as the outcomes of others. During conflict, these avoiders adopt a “wait and see” attitude, often allowing conflict to phase out on its own without any personal involvement unfortunately, by neglecting to address high-conflict situations, avoiders risk allowing problems to fester out of control (Bayazit & Mannix, 2003)

Yielding/ accommodating conflict style

Yielding or accommodating conflict styles are characterized by a high concern for others while having a low concern for one’s own self. This passive pro-social approach emerges when individuals derive personal satisfaction from meeting the needs of others and have a general concern for maintaining stable, positive social relationships. When faced with conflict, individuals with a yielding conflict style tend to give into others‟ demands out of respect for the social relationship (for example to maintain group unity) because they believe being “agreeable may be more important than winning” (Goldfien & Robbennolt, 2007).
Competitive conflict style

Competitive or “fighting” conflict style maximizes individual‟s assertiveness (that is concern for self) and minimizes empathy (i.e., concern for others). Groups consisting of competitive members generally enjoy seeking domination over others, and typically see conflict as a “win or lose” predicament. Fighters tend to force others to accept their personal views by employing competitive, power tactics (for example, argue; insult; accuse; violence) that foster feelings of intimidation (Morrill, 1995)

Cooperation conflict style

Characterized by an active concern for both pro-social and pro-self-behaviour, cooperation conflict style is typically used when an individual has elevated interests in their own outcomes as well as in the outcomes of others. During conflict, cooperators collaborate with others in an effort to find an amicable solution that satisfies all parties involved in the conflict. Individuals with this type of conflict style tend to be highly assertive and highly empathetic at the same time. By seeing conflict as a creative opportunity, collaborators willingly invest time and resources into finding a “win-win” solution. (Sternberg & Dobson, 1987)
Conciliation/ compromising conflict style
Conciliation or “compromising” conflict style is typical of individuals who possess an intermediate-level of concern for both personal and others‟ outcomes. Compromisers value fairness and, in doing so, anticipate mutual give-and-take interactions. By accepting some demands put forth by others, compromisers believe this agreeableness will encourage others to meet half-way, thus promoting conflict resolution (Van de Vliert & Euwema, 1994)
THEORETICAL REVIEW

Conflict theory

This study was guided by conflict theory; the theory emphasizes the existence of opposing forces in the life of individuals, groups, social structures and society in general. This theory views human society as a collection of competing interest groups and individuals, each with their own motives and expectations.

Conflict theory draws attention to power differentials, such as class conflict, and generally contrast historically dominant ideologies. It is therefore a macro level analysis of society. Conflict theory is very important for any manager. It is rooted primarily in the fields of business, sociology, and psychology, but not in communication or education.

The easiest way to understand the term “conflict” is to divide theories of conflict in functional, situational, and interactive. The followers of functional approach think that a conflict serves a social function and those who view a conflict as situational, suggest that conflict as an expression under certain situations. The third theory views conflict as interactive. Functionalists usually ask the question: “Why is there conflict? What purpose does it serve?”, while situation lists ask: “When do we have conflict? Under what circumstances does it occur? ”Interactionists‟ questions are: “How is there conflict? What methods and mechanisms are used to express it?” (Borisoff & Victor, 1998)

The essence of theory

The role of this theory will be realizing human potential and transforming society, rather than maintaining the power structure. The opposite aim of the theory is the objectivity and detachment associated with positivism, where theory is a neutral and explanatory tool. It is a way of achieving some kind of unity, conflict serves as a social purpose and reconciliation comes even with the total destruction of one party. Conflict socializes members into a group and reduces the tension between group members.

The theory was based on a numerous key factors; first the theory examined in detail conflict management strategies between councillors and staff in LGAs. Secondly, the theory helped the researcher to identify types of conflict existing in Ojo LGA and also to view some causes and effects of conflict within LGAs. Thirdly, the theory focused on the analysis of conflict management strategies between councillors and staff in LGAs. Theorists of conflict believe that too much conflict in an institution lead to negative effects are obvious because too much conflict results in stress on the part of employees. The conflict is manageable when the institution experiences a positive contribution from conflict relationship and experiences.

Application of the theory to the study

This study explored the link between councilors and staff on conflict management strategies in LGAs. The theory played its role as an inspiration to the study due to the fact that the study intended to investigate conflict management strategies in LGAs particularly in Ojo lga.

The study determined the types, areas, causes, effects and strategies of conflict management in LGAs. The researcher used these key concepts as suggestions of measures to be taken for managing conflict in LGAs. The theory was used to guide the researcher and have knowledge on the types, areas and causes of conflict, effects of conflict on performance and helped to suggest styles and strategies in managing conflict and improve the relationship between councilors, DED and other employees in LGAs.

EMPIRICAL REVIEW

A research report on the local Government Reform programme in Tanzania shows mistrust between Councilors and Public officials (URT, 2000:19-20) The report states that burning issues that can be discerned from the field work on governance and conflict in Local Government Authorities is transfer of power, functions and decision-making to the lowest feasible level as close to the people as possible.

In the theory of differentiation and integration, Lawrence and Lorsch (1967:148), found that in order to deal effectively with conflict in institutions, individuals (whether a superior or person in coordinating roles) involved in achieving integration, need to have influence based largely upon the person‟s perceived knowledge and competence. Lawrence and Lorsch were referring to managers who were primarily responsible for achieving integration within institutional units, the influence of knowledge and competence might be operating similarly in conflict resolution between LGA staff and Councilors.

Nchimbi (2004:1) points out that discord, hostility, misinformation, differences, annoyances, misinterpretation and contentions are indicators of conflict. He further discusses the causes of conflict which include lack of information, inequitable distribution of resources, the need to save face, overlapping roles (as in the case of Councilors and staff of Ojo lga) different perceptions and scarce resources.

Massawe (2009) in his research about the causes and methods of resolving conflicts between Councilors and Staff at Mpwapwa District Council, stipulates that the causes of Conflict were political interest, personal interest, economic interest, lack of confidence, authority not adhering to the existing work rules, regulations and procedures. The methods used to solve conflict were meeting, seeking advice, authoritative commands, making clear rules, regulations and adhering to rules and regulations.

Ndelemba (2011) in his research on methods of conflict resolution conducted in Ministry of Transport Dar es salaam revealed that, when there is lack of openness, individual interest, delaying of promotion, lack of clarity role and responsibilities, different in attitudes, values, perception, resource sharing and lack of team work leads to conflict at work place. His findings show that meeting, arbitration, mediation, collective bargaining and education were the most strategies for conflict management at workplace.

Warioba (2008) in her research on management of conflict in Tanga City and Iringa Municipal Councils in Tanzania advocated that factors contributing to occurrence of conflict were inadequacy of funds, lack of transparency and openness, inadequate conflict management capacity, delay in promotions and salaries, interference in duties and responsibilities. Types of conflict existed between the two LGAs were goal conflict, cognitive conflict, scarce resource conflict, salary delays and misuse of funds. The negative effects outweigh positive effects and hence the need to have effective mechanisms of conflict management such as disciplinary committees, seminars, meetings, guidance and counselling and discussion.

Caroline Goddard (2012) stipulates that conflict resolution can be a tricky thing, particularly in the workplace. You are often dealing with multiple people who may have vastly different personalities, and when people feel threatened professionally, egos can quickly get in the way of reason. The effects of conflict in the workplace are widespread and costly. Its prevalence, as indicated by three serious studies, shows that 24-60% of management time and energy is spent dealing with anger. This leads to decreased productivity, increased stress among employees, hampered performance, high turnover rate, absenteeism and at its worst, violence and death.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1
INTRODUCTION


In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2
RESEARCH DESIGN

Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3
POPULATION OF THE STUDY


According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 


This study was carried out to examine the conflict management in local government service. Administrative staffs at Ojo Local Government Area of Lagos State form the population of the study.
3.4
SAMPLE SIZE DETERMINATION

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5
SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE

According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.
In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of Administrative staffs at Ojo Local Government Area of Lagos State, the researcher conveniently selected 120 out of the overall population as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 
RESEARCH INSTRUMENT AND ADMINISTRATION

The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7
METHOD OF DATA COLLECTION

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8
METHOD OF DATA ANALYSIS

The responses were analysed using the frequency tables, which provided answers to the research questions. The hypothesis test was conducted using the chi-square statistical tool, SPSS v.23
3.9
VALIDITY OF THE STUDY

Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10
RELIABILITY OF THE STUDY

The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.11
ETHICAL CONSIDERATION

he study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of hundred and twenty (120) questionnaires were administered to respondents of which 100 were returned. The analysis of this study is based on the number returned.

4.1
DATA PRESENTATION
Table 1: Gender Distribution of Respondents

	Gender
	Frequency
	Percentage

	Male
	48
	48%

	Female
	52
	52%

	Total
	100
	100.0%


Source: Author’s Computation from Field Survey 2022

The table above shows the gender distribution of respondents. 48% of the respondents were male and the remaining 52% were female. Thus, female respondents were slightly higher than their male counterparts.

Table 2: Age Distribution of Respondents
	Age
	Frequency
	Percentage

	20-30 years
	24
	24%

	31-40 years
	47
	47%

	Above 40 years
	29
	29%

	Total
	100
	100.0%


Source: Author’s Computation from Field Survey 2022

The table above shows the age distribution of respondents. 24% of the respondents are between the age bracket of 20-30 years; 47% which constituted the majority are between the age bracket of 31-40 years and 29% are above 40 years.

Table 3: Marital Status of Respondents
	Marital Status
	Frequency
	Percentage

	Single
	13
	13%

	Married
	87
	87%

	Total
	100
	100.0%


Source: Author’s Computation from Field Survey 2022

The table revealed the marital status distribution of respondents. Majority of the respondents, which constituted 87% are married while the remaining 13% respondents are unmarried.

Table 4: Educational Qualification of Respondents
	Qualification
	Frequency
	Percentage

	SSCE
	11
	11%

	HND/B.Sc
	80
	80%

	M.Sc/PhD
	9
	9%

	Total
	100
	100.0%


Source: Author’s Computation from Field Survey 2022

The table revealed the educational qualification of respondents. 11% of the respondents are SSCE holders, 80% of them, which formed the majority, are HND/B.Sc holders and 9% are M.Sc/PhD holders.

Table 5: Position of Respondents
	Position
	Frequency
	Percentage

	Manager
	12
	12%

	Accountant
	31
	31%

	Auditor
	26
	26%

	Cashier
	24
	24%

	Others
	7
	7%

	Total
	100
	100.0%


Source: Author’s Computation from Field Survey 2022

Table 5 unveiled the distribution of position of respondents. 12% are managers, 31% are accountants, 26% are auditors, 24% are cashiers and 7% are mostly administrative staff.

ANSWERING RESEARCH QUESTIONS

Question 1: Can structural problem lead to conflict?

Table 4.2: Respondent on question 1

	Options
	Frequency
	Percentage

	Yes
	78
	78

	No
	00
	00

	Undecided
	22
	22

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 78 respondents constituting 78% said yes. While the remain 22 respondents constituting 22% were undecided. There was no record for no.

Question 2: Can inter-government relationship generate conflict?

Table 4.3: Respondent on question 2

	Options
	Frequency
	Percentage

	Yes
	60
	60

	No
	19
	19

	Undecided
	21
	21

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 60 respondents constituting 60% said yes. 19 respondents constituting 19% said no. While the remain 21 respondents constituting 21% were undecided.

Question 3: Does political and bureaucratic corruption result to conflict?

Table 4.4: Respondent on question 3

	Options
	Frequency
	Percentage

	Yes
	56
	56

	No
	21
	21

	Undecided
	23
	23

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 56 respondents constituting 56% said yes. 21 respondents constituting 21% said no. While the remain 23 respondents constituting 23% were undecided.

Question 4: Have you ever had cause to protect over issues concerning wages and salaries?

Table 4.5: Respondent on question 4

	Options
	Frequency
	Percentage

	No 
	61
	61

	Yes 
	17
	17

	Undecided
	22
	22

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 61 respondents constituting 61% said no. 17 respondents constituting 17% said yes. While the remain 22 respondents constituting 22% were undecided.

Question 5: Can dissatisfaction as to working environment and condition lead to conflict?

Table 4.6: Respondent on question 5

	Options
	Frequency
	Percentage

	Yes
	60
	60

	No
	20
	20

	Undecided
	20
	20

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 60 respondents constituting 60% said yes. 20 respondents constituting 20% said no. While the remain 20 respondents constituting 20% were undecided.

Question 6: Are you aware of any internal machinery for settling dispute in the organization?

Table 4.4: Respondent on question 6

	Options
	Frequency
	Percentage

	Yes
	56
	56

	No
	21
	21

	Undecided
	23
	23

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 56 respondents constituting 56% said yes. 21 respondents constituting 21% said no. While the remain 23 respondents constituting 23% were undecided.

Hypothesis
There is no relationship between conflict and its management in a Local government service
Table 4.2.2: Chi-Square test showing relationship between conflict and its management in a Local government service
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	19.284a
	2
	.000

	Continuity Correctionb
	17.931
	2
	.000

	Likelihood Ratio
	19.894
	2
	.000

	Fisher's Exact Test
	
	
	

	Linear-by-Linear Association
	19.178
	2
	.000

	N of Valid Cases
	100
	
	


DECISION RULE: 

X2 = 19.284, df (c-1, r-1) = 2, n = 100, p = .000 at 0.05 level of significance. 

The relationship between conflict and its management in a Local government service was investigated using Chi-Square Test. The result from this investigation proved that there is a significant relationship between conflict and its management in a Local government service. 

Hypothesis Two: There is no cordial working relationship between management and employees that enhances productivity.
Table 4 Chi-Square test result showing cordial working relationship between management and employees that enhances productivity
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	94.550a
	2
	.000

	Continuity Correctionb
	91.525
	2
	.000

	Likelihood Ratio
	119.828
	2
	.000

	Fisher's Exact Test
	
	
	

	Linear-by-Linear Association
	94.033
	2
	.000

	N of Valid Cases
	100
	
	


DECISION RULE: 

X2 = 94.550, df (c-1, r-1) = 2, n = 100, p = .000 at 0.05 level of significance. 

The cordial working relationship between management and employees that enhances productivity was investigated using Chi-Square Test. The result from this investigation proved that there is a significant cordial working relationship between management and employees that enhances productivity. 

Hypothesis Three: Effective conflict resolution does enhances employee's productivity..

Table 4 Chi-Square test showing effective conflict resolution enhances employee's productivity.
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	159.548a
	2
	.000

	Continuity Correctionb
	148.038
	2
	.000

	Likelihood Ratio
	91.463
	2
	.000

	Fisher's Exact Test
	
	
	

	Linear-by-Linear Association
	158.676
	2
	.000

	N of Valid Cases
	100
	
	


DECISION RULE: 

X2 = 159.548, df (c-1, r-1) =2, n = 100, p = .000 at 0.05 level of significance. 

The effective conflict resolution enhances employee's productivity was investigated using Chi-Square test. The result from this investigation established that effective conflict resolution enhances employee's productivity. 

CHAPTER FIVE

SUMMARY, CONCLUSIONS AND POLICY IMPLICATIONS
Overview

The aim of any research was to make an investigation into conflict management in Local Government Services in Nigeria. This chapter presents the summary, conclusion and policy implications based on objectives of the study. Different recommendations are addressed to Local Government Authorities and for later researchers.

Summary

The study was conducted with the main objective of examining the conflict management practices in Local Government Authorities particularly in Ojo LGA Council by looking into the types, areas, causes, effects and strategies of conflict management. The study adopted a descriptive research design, with one hundred respondents. Purposive and simple random techniques were used to select respondents where Councilors, District Executive Director, HODs, HOs and other employees were involved in the study. Questionnaire, interview, and documentary review were used as data collection methods.

The research questionnaire was divided into two parts. Part A comprised demographic information while Part B comprised closed and open ended questions like what types of conflicts, areas and causes of conflict, impact of conflicts and strategies or styles used to manage conflict and was done to get perceptions from study participants. The data was analysed based on the computation of various percentages and coefficients using statistical package for social scientists (SPSS). colleague
Conclusion
The aim of this study was to achieve its objectives. Based on the objectives of study, the following conclusion is made;

Conflict in LGAs is inevitable as it was seen in Ojo LGA Council. Conflicts arise when people work together and if not solved, they can hinder employees‟ performance, productivity, profitability and prosperity of the Councils in LGAs. From the research findings, it was found that, when there is scarcity of resources, differences in attitudes, poor communications, lack of teamwork, delay in promotion, unequal opportunities of training, poor implementation of projects, inadequacy of allowances, lack of clarity in roles and responsibility, rules and regulations, vision and mission of the Council, conflict may arise. Collective bargaining, meetings, compromising and avoiding are styles or strategies used to solve conflict. The success or failure in solving any particular conflict is determined by the style used and the success of conflict management style is determined much by the types and causes of conflict. Therefore, there is no particular style that can be used to handle every conflict. The Council should facilitate and support a culture of healthy response to conflict.

Policy implications

There is a need for the LGAs to review the budget ceilings, allocation and releasing of funds for employee’s capacity building and development projects timely in Councils so that Council plans including development projects can be accomplished on time. The LGAs should encourage Councils to find other sources of funds that may be used to finance various employees‟ training rather than depending much on funds released by Central Government that cannot meet the Council requirements. Councils should be capacitated on how to conduct sound training needs assessment (TNA) and prepare comprehensive training programmes to reduce conflicts associated with opportunities for training. Furthermore, Councils should have promotion policies that are disclosed to all employees, and employees should be promoted and receive new salaries timely.

Recommendations for improvement

Based on the findings from this study, Conflict Management in Local Government Services in Nigeria should facilitate and support a culture of a healthy response to workplace conflict by considering the following recommendations;
The Council should conduct regular meetings between the management and employees, this will help the management to know the problems facing their employees as a result occurrence of conflict can be minimized. The integrity and disciplinary committee should be known to all employees and meet regularly so as to handle conflict when it arises. 

Conducting training needs assessment and preparing training programme. The Management should conduct TNA for all employees and prepare Council training programme. This will allow equal opportunities for training employees through long and short course training and this will reduce complaints. Discussions with individual staff and team can encourage reflection on strengths and difficulties experienced when working in the team. This will allow identification of relevant training courses for individuals and groups from different departments.

Fairness in promoting employees. There should be openness and well known strategies on how to promote employees. For the promoted employees, the management should ensure that changes of employees‟ salaries on payroll are done on time through the system of Lawson (HCMIS) and given their salary arrears claims on time. Also, the management should reduce bureaucracy in handling promotions, salaries and employees‟ deductions in the system of Lawson.

Clear rules, regulations and well known vision and mission of the Council. There should be clear and well known vision and mission of the Council, clear rules and regulations, roles and responsibilities of employees in order to avoid the possibilities of rising of conflicts. Important public service statutes and other circulars should be disclosed such as the Standing Orders for Public service, Public Service Act, 2002 and its amendments of 2007 and its regulations of 2003, recruitment and employment circulars, promotion, training circulars and others. These will help employees to know their rights and increase performance. 

Good communication is an essential ingredient to leading and building a better understanding with staff, and most importantly it establishes trust, cooperation and teamwork. The most critical communication skill is the capacity to listen. The willingness to listen and understand issues and concerns raised by staff (while not necessarily agreeing with their views or positions) can lead to increased insight, changed outlooks and the generation of solutions to problems. The simple act of bringing people together to talk makes a big difference in the course of conflict. Management of LGA Councils in LGAs should encourage Councilors as well as staff to meet and talk with each other to resolve differences. The DEDs and HODs has a role in encouraging this, and can facilitate positive outcomes by providing staff with guidance on how to approach such difficult conversations.

Strongest of the mechanisms dealing with employees complaints. The management and mechanisms for dealing with employees‟ complaints in the Council should be strong. The management should have the ability to manage conflict, to deal with situations of conflict effectively when they arise and to create an environment where individuals are skilled and empowered to handle differences with co-workers in a positive and productive. 

Develop strong employee’s management skills. Management should develop strong employees management skills such as motivating staff, sharing information, providing constructive feedback etc. Management should provide clear conflict guidelines to staff and discuss on how conflict is to be managed in the workplace. Staff will have greater commitment to healthy conflict management if the management set time for group discussion on the effects of conflict on performance and positive benefits of well managed conflict.
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APPENDIX

QUESTIONNAIRE
PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION

SECTION A

PERSONAL INFORMATION

Gender

Male [  ]

Female [  ]

Age 

18-25
[  ]

20-30
[  ]

31-40
[  ]

41 and above [  ]

Educational level

WAEC
[  ]

BSC/HND
[  ]

MSC/PGDE
[  ]

PHD

[  ]

Others………………………………………………(please indicate)

Marital Status
Single
[  ]

Married [  ]

Separated [  ]

Widowed [  ]

Section B
Question 1: Can structural problem lead to conflict?

	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


Question 2: Can inter-government relationship generate conflict?

	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


Question 3: Does political and bureaucratic corruption result to conflict?

	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


Question 4: Have you ever had cause to protect over issues concerning wages and salaries?

	Options
	PLEASE TICK

	No 
	

	Yes 
	

	Undecided
	


Question 5: Can dissatisfaction as to working environment and condition lead to conflict?

	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


Question 6: Are you aware of any internal machinery for settling dispute in the organization?

	Options
	PLEASE TICK

	Yes
	

	No
	

	Undecided
	


