AN EXAMINATION OF CONFLICT MANAGEMENT IN BUSINESS ORGANIZATION

ABSTRACT

This project was conducted to look properly unto the conflict management in organization, its causes and resolution. The aim of this project is to help management to overcome the problems which was stated properly in the introduction aspect as well as the historical aspect of he project. The whole literature books concerning the management to conflict in organization were also reviewed thoroughly, which will also help in the resolution process of this conflict. A lot of research was mine in this project which if management adopts will help in tackling of his issue. Finally, the work was analyzed and a lot of things were found out which may also be used for the tackling of the conflict management as well as the recommendation for the resolution of conflict, which is to known that negative position on attitude can prevent productive resolution. And concluded that conflict occurs in personnel and professional setting regarded as a very negative force or as sources of great potential and productivity.
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CHAPTER ONE
1.0     INTRODUCTION
1.1            BACKGROUND OF THE STUDY
The historical background of conflict in organization can be seen as far back as the ancient times, which involves the scientific management era, personnel and human relation movement and the modem management period.
The ancient firms (before 1800AD) is based on the events of the past years. This period gave a lot of knowledge about management.
The scientific management era (Fredrick W. Taylor in 1856 – 1917). He developed a method known as scientific management, which is the method used to investigate every operating problem and try to determine the best way to solve the problems, using scientific methods of research. The concept involved a-way of thinking about management. 
In his concept, he observed some management conflict in an organization as
i.                   That workers wasted more time than that was necessary to accomplish a give task.
ii.                 That there was a general inefficiency of the workers.
iii.              That labour costs were consequently higher than they would have been.
Human relations movement and behavioural science (personnel) period by Elton Mayo (1900-1950). He found out that here are conflict in management driving his research and concluded that monetary incentive and other working conductions are not only the motivating factors in an organization. But proper attitude to work is equally important also the superior’s role was important for moral and productivity. Group spirit and teamwork were vital to accomplish organizational goals and workers satisfaction. Also, that within every formal organization, informal organization for any formal organization to achieve its corporate objective, the managers must therefore know why employees act in the manner they do, and the psychological, social and other factors which motivate them.
The modern era (Heney Faylo 1841 – 19250), which is the revisionism. He classified organization activities, the qualification of a manager. He did his own research and found out many conflict encountered by workers and managers in a given organization. After which the concluded the fourteen principles of management:
Division of work: Authority and responsibility, discipline: unity of command; unity of direction; remuneration; centralization; order, equity; stability of tenure; initiative and spirit de corps. 
These principles in his own view, if conflict is followed in organization will reduce the conflict management and make things flow easily without them encountering any problems.
1.2            STATEMENT OF PROBLEMS OF THE STUDY
There are many potential problems of conflict in organization. Today’s organization are characterized by complex relationship and a high degree of interdependence of task that can occur. People also have different values and different perception of issues. For instance, a production manager may want to concentrate on product(s) that have available materials and technology to produce them, while the sale manager may desire, a brand product line that will satisfy diverse customers demands.
Potential cause of conflicts can be between people in line and staff position, also superiors autocratic and leadership style.
The problems are summarized below:
The organization conflicts are due to lack of communication between the employee and employees.
In terms of money, the ratio of profits to wages and salary cause conflict between workers and management.
Management are concerned with efficiency and workers with job security. Management want more efficient machinery, this displace workers as less needed. Conflict occurs between marketing and production mangers as their policies and interest often differ.
 Workers restriction for more participation in decisions which affect their lives. This is vertical conflict between workers and management.
The socio-technical system organized men in a particular way which often, leads to a boring job, no control of the pace of work, no responsibility of group identify.
Downwards fluctuations in the market for the products are threat to workers security. Such problems causes conflict even within a union, of there is notling doing to secure their job.
1.3            OBJECTIVE OF THE STUDY
The general aim of this study is to have a general view of the problems and the prospects of conflict management in organization (Niger Gas, Emene).
Thus, this, study has the following specific objectives:
To review and make people understand the nature of conflict in some of the management organization in some places.
To find out he main causes and sources of conflict in Niger gas, concerning their management and administration department.
To have a good review on the remedies to organizational conflict in Niger Gas.
To identify the destructive and constructive nature of conflict no the workplace.
To have proper understanding of management and as a logical check lest in training.
To identify the approaches for dealing with any conflict situation.
To determiner how to transform conflicts for constructive outcomes.
To achieve social objectives and goals, if the work of conflict will be properly taken care of.
For research purpose and to perpetuate cultural impact and practice.
1.4             SIGNIFICANCE OF THE STUDY
This study is beneficial and important with respect to the problems under study.
The research is intended to examine the problems and prospects of conflict management in Niger Gas, Emene.
Since, the ultimate goal of any business organization is to optimize profit by minimizing cost, management should know how to tackle conflict, that is how to make conflict beneficial to Niger Gas.
 
Other organization located at Emene, who are having similar problems will benefit generously from the study for better performance.
It will be helpful, if the results of this study are properly implemented. Also, it will enable the managers improve their marketing activities formers better and attract new ones.
The consistent improvement of the quality of the product and services based on the finding of this study will help gain a sustainable consumer confidence and patronage and hence improve productivity, profit and growth of the Niger gas economic development.
1.5            RESEARCH HYPOTHESIS
i.                   Conflict management is a serious problems which has reduce productivity and efficiency.
ii.                 There will be a better and improved workers and productivity if conflict is properly managed.
iii.              The welfare programme in Niger gas is not encouraging.
1.6  SCOPE OF THE STUDY

The scope of this study borders on  conflict management in busines organization . The study further discussed the nature, causes, sources and remedies to organizational conflict. The study is however delimited to Niger Gas, Emene in  Enugu State.
1.7   LIMITATION OF THE STUDY

However, like in every human endeavour, the researchers encountered slight constraints while carrying out the study which posed as a limitation. The significant constraint was the scanty literature on the subject owing to the nature of the discourse thus the researcher incurred more financial expenses and much time was required in sourcing for the relevant materials, literature, or information and in the process of data collection, which is why the researcher resorted to a limited choice of sample size. More so, the choice of the sample size was limited  to Nigeria Gas  only as few respondent were selected in few to answer the research instrument hence cannot be generalize to other State. However, despite the constraint  encountered during the  research, all factors were downplayed in other to give the best and make the research successful.
1.8   OPERATIONAL DEFINITION OF TERMS

Conflict: This is define as a disagreement between two or more organizational members or groups based on the fact that they need share resources or because they have different goals, values or perception.

Conflict management: This is a holistic approach to divergent orientation between both parties (employer and employees) as the case may be, with the objective of mitigating the effect of the conflict, preventing conflict from ensuring and to make the most of the opportunities offered by the same conflict.

Management: The process of planning, organizing, leading and controlling the effort of an organization member and of using all other organizational resources to achieve stated organizational goals.

Organization: This is define as a co-ordinate social unit, made up of two or more people that function on a relatively continuous basis to achieve a common goal.

Organizational Productivity: This is the aggregate level at which all the resources in the corporate organization are being put to use; its measurement in real terms is the output level of all resources in the organization.

CHAPTER TWO

LITERATURE REVIEW
2.0 INTRODUCTION

Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.

2.1
CONCEPTUAL FRAMEWORK

Concept of Conflict 

Conflict is a necessary and useful part of organizational life. It is inevitable, multi-dimensional, and an integral part of the process of change. According to Mba (2013), there are two sides to conflict, one is destructive, defects cooperation and unhealthy and the other has a problem solving base where those involved are willing to readdress personality differences, to listen to others‟ views and to be open and candid to each other, to be supportive and helpful. Managers spend a considerable portion of their time dealing with conflict and as such, conflict management becomes increasingly important to their effectiveness. Conflict can be referred to as the process that begins when one party perceives that another party has negatively affected something that the first party cares about (Thomasas cited in Kondalkar, 2007), which indicates that conflict must be perceived by either of the parties. In the same vein, Robbins et al. (2012) views conflict as a process that begins when one party perceives that 24 another party has negatively affected or is about to negatively affect something that the first party cares about. This definition is encompassing as it describes that point in any ongoing activity when an interaction crosses over to become an inter-party conflict. It encompasses the wide range of conflicts people experience in organizations: such as incompatibility of goals, differences over interpretations of facts, disagreements based on behavioral expectations. The definition is flexible enough to cover the full range of conflict levels starting from overt and violent acts to subtle forms of disagreement. 

In the words of Oudeh and Oudeh (2006), conflict occurs in every type of relationship. It occurs whenever our assumptions or expectations do not match with someone else‟s assumptions or expectations. Conflict is perception and so it exists whenever someone believes or feels that another person or group might obstruct his efforts. Ojo and Abolade (2014) views conflict as a situation of competition in which the parties are aware of the incompatibility of potential future position in which each party wishes to occupy a position that is incompatible with the wishes of the other and views organizational conflict as competition by individuals and groups for organizational resources and organizational rewards. Mullins (2005) affirms that conflict as a behaviour is intended to obstruct the achievement of some other person‟s goals. According to this author, conflict is based on the incompatibility of goals and arises from opposing behaviours. It can be viewed at the individual, group or organizational level. However, Tjosvold, Dann andWong as cited in Aina, 
Awolusi and Odulami (2015) asserts that organizational conflict can be regarded as a dispute that occurs when interest, goals or values of different individuals or groups are incompatible with each other. According to Bisno and Coser as cited in Zafar, Ashfaq, Ali, and Imran (2014) conflict is a process of social interaction involving a struggle over claims to resources, power and status, beliefs, and other preferences and desires. The aims of the parties in conflict may extend from 25 simply attempting to gain acceptance of a preference, or securing a resource advantage, to the extremes of injuring or eliminating opponents. Conflict is perceived as any act or situation resulting from disagreement, incompatibility or opposition between project participants within their contractual obligations, whereby such disagreements, incompatibility or opposition have not matured into a dispute requiring intervention of a third party. 

Rahim (2011) defines conflict as an interactive process manifested in incompatibility, disagreement, or dissonance within or between social entities (individual, group and organizations) and opined that conflict may occur when:

A party is required to engage in an activity that is incongruent with his or her needs or interests. 

A party holds behavioral preferences, the satisfaction of which is incompatible with another person's implementation of his or her preferences. 
A party wants some mutually desirable resource that is in short supply, such that the wants of everyone may not be satisfied fully. 
A party possesses attitudes, values, skills, and goals that are salient in directing his or her behavior but are perceived to be exclusive of the attitudes, values, skills, and goals held by the other(s). 
Two parties have partially exclusive behavioral preferences regarding their joint actions. 
Two parties are interdependent in the performance of functions or activities. This definition is much more inclusive, which implies that conflict can relate to incompatible preferences, goals, and not just activities.
Meaning of Organizational Conflict 

Conflict is conceived to be an outcome of behaviour which is an integral part of human life. Dunlop (2002) expresses that conflict is a disagreement between two or more individuals or groups with each individual or group trying to make the other accept its view or position.

Ugbaja (2002) defines organizational conflict as any dispute, individual or group, that arises in the work place which causes disharmony among a group of workers or between an individual and the management. Sinclair (2005) sees conflict as a disagreement between employees and their employers. In analyzing conflict situation in corporate organizations, McDaniel (2001) explains that organizational conflicts arise because participants in an organization differ in their attitudes, values, beliefs, goals and understanding. For this reason, conflict is unavoidable. This implies that it is the difference in the orientation, personalities and identities of individuals and groups within an organizational framework that brings about organizational conflict. In the context of industrial relations, Levine (2000) describes organizational conflict as any disagreement between workers and employers over a breach of the tent. As long as workers and employers abide by the terms of agreement there is bound to be organizational harmony. Disagreements arising from breach of the terms of employment contract have been known to result in organizational conflicts. Accommodation and resolution of conflict is the central them and subject matter of industrial relations. Agreements are reached between the workers and employers on the terms of employment and conditions of work. 

Ubaku (2003) explains that the terms of employment of persons include such things as wages, hours of work compensation, leave, promotion, fringe benefits among others. Conditions of work include environment to the workers‟ efficiency or his enjoyment of the job, these include safety and working conditions generally, health and welfare of the employee. Nwatu (2004) remarks that in all organizations, employees and employers have common interests in getting work done. What constitutes the work, how the work should be done and the price of labour services in the price of labour services in the work process constitute areas where the interests of the two parities vary. It is therefore essential to put in place machineries for effective management of conflicts naturally resulting from their common and opposing interests.

Types of Conflicts in Organizations

 
Doyles (2000) distinguishes between two types of conflict in organizations. These are individual conflicts (which can arise as a result of one employee feeling aggrieved) and collective conflict (which may originate from an individual employee or many result from a disagreement between the union and management). Accordingly, individual conflict arises when an employee considers that he has been maltreated or deprived something that he is legitimately entitled to or that some right of his has been breached. This may arise from unfair disciplinary measure taken against the individual, lack of promotion opportunities for him, deprival of annual increment, among others. This conflict, unless properly investigated can have adverse effects on the employee concerned. On the other hand, collective conflict arises either from misinterpretation of collective agreement or non-implementation of the whole or parts of the agreement. It may also result from break down of collective bargaining. Doyles (2000) expresses that in some cases, a conflict that begins as an individual conflict can develop into a collective conflict. Generally, conflicts involving an individual are ever having his rights i.e. what he thinks he is entitled to as a workman in his workplace. Collective conflicts are concerned mainly with economic matters except in cases where individual conflicts. The conflict may arise either because of a break down in collective agreement on misinterpretation of collective agreement on, in yet other cases, the non-implementation of the whole or parts of the agreement. While agreeing with this expression, Dunlop (2002) remarks that organizational conflicts that arise from collective grievances may also be the result of nonobservance of conditions of an individual or disciplinary measures. A large number of conflicts that occur in organizations may be those concerning situations not governed by rules. Such conflicts emanate essentially from individual workers and may be because of an alleged ill-treatment of the workers by his boss or the result of some claimed right. 

Chandan (2005) distinguishes between five types of conflicts which occur within an organization. These include the following; i. Intra-personal conflict ii. Inter-personal conflict iii. Personal-group conflict iv. Inter-group conflict v. Inter-organizational conflict

Intra-personal 

Accordingly, intra-personal conflict occurs within an individual which results from conflict between an individual’s goals and the values expected of him. The circumstance creates a tension in the individual as he tries to satisfy both his personal interest and what people expects from him. Nwatu (2004) exemplifies this type of conflict with a bank cashier who is expected to remain polite to a customer in the face of high level of provocation by the customer just to maintain good relations with the customer. 
Inter-personal conflict 

Chandan (2005) states that this type of conflict occurs between two or more individuals in the organization. It occurs due to disagreements between individuals over the goals of an organization which they are left to decide for themselves. Their respective desires for organization may conflict resulting in disagreements it is based on opinions rather than on facts. Such competition also result from competition among individual workers arising from limited vacancies and opportunities for personnel development and promotion in the organization. 

 Personal-Group conflict

 Osborne (2001) defines a group as two or more people acting independently but in unified manner towards achieving a common goal and in the process they share common concern, values or ideologies. Individual members are expected to adhere strictly the group’s norms, when an individual member’s behaviour is not in agreement with the group’s norms and values. iv. Inter-group conflict This type of conflict occurs when there is disagreement between groups, departments, sections or units in an organization over established norms and values. Chandan (2005:116) observes that such conflicts are not personal in nature because they arise from factors inherent in the organizations structure e.g. when tasks are properly defined, they cause conflict. Again, such conflicts may arisedue to inconsistencies in performance criteria for different units and groups. In exemplifying this type of conflict, Nwatu (2004:97) explains that cashiers are rewarded on the basis of the number of customers attended to at the counter whereas customer-care staff are rewarded based on the level of satisfaction they offer to customers. Invariably, conflict will arise because cashiers meet more customers than customer care staff.

Organizational Conflict These types of conflicts exist among organizations. Such conflict arises when the policies of one organization causes one organization causes disaffection among management or employees of other organization.

Causes of Conflicts 
Several factors have been identified as causes of conflicts in organizations. These include; 

Poor Communication: Communication is the exchange of ideas, information or knowledge between individuals. Through communication, management information employees about decisions taken on the workers‟ welfare and the workers inform management about their needs and problems. Thus, communication enhances interpersonal relationships in the organization and fosters understanding among everybody in the organization. 

However, Ugbaja (2002) observes that when communication is ineffective, there is information gap between the management team and employees on the one hand and between the employees on the other, and even among the managers. This situation is bound to create mistrust, misunderstanding and suspicion. The result is organizational conflict as employees would not understand why certain decisions are taken as they are not consulted. 

Organizational Policies and Objectives Organizational policies and objectives are always conflict prone areas in corporate organizations. Organizational goals are always task-oriented and not always welfare-oriented. Darel (2003) states that this always creates tension and conflicts in the organization as such goals often conflict with employee’s goal. For instance, the policy of profit ploughback leaves little fund for improvement of workers‟ welfare. 
Individual Goals and Objective: Individual employees have personal goals while working in the organization. In fact, the essence of taking up a job in the organization is to have a means of attaining personal goals. In many instances, these personal goals. Darel (2003) also states that such goal incongruence when employees are unable to achieve their personal aims and objectives. 
Nature of Assignments The nature of tasks undertaken by workers could be a source of conflict. Some tasks are easy and do not stress the individuals to perform. Others are very difficult and stressful to perform. Ankwor (2006) remarks that difficult and stressful tasks are a serious factor that causes conflicts in organizations especially where the principle of job rotation dose not obtain, Such jobs give workers frustrations. 
Management Style This can also be referred to as leadership style or employer employee or superior-sub-ordinate relationship. Generally, workers resent dictatorial or autocratic management or leadership style. Ankwor (2006) observes that this leads to oppressive or master-slave relationship in corporate organizations. Feeling of resentment and anger associated with such relationship often leads to conflict.
Effects of organizational conflict 

Kondaldar (2007) posites that conflict is bad as it has adverse effects on the organizational performance. If conflict is beyond control it takes a destructive dimension. When employees do not cope with the conflict situation, there is an increased absenteeism and exit of employees. It can be so disastrous, can bring group functioning to a halt, potentially threaten group survival and can lead to demise of an organization. 

As opined by Mullins (2005) extreme cases of conflict in organizations can have very upsetting, or even tragic consequences for some people and have adverse effects on organizational performance. Conflict situations can also give rise to excessive emotional or physical stress, increase employee turnover, increase hostility, aggressive behavior, retarded communication, mistrust, suspicion, reductions in group cohesiveness and subordination of group goals to the primacy of fighting among members. On the other hand, Kondaldar (2007) is of the opinion that conflict is good for the organization as it produces new ideas, increases competitive spirit, cohesiveness in the team and instills an atmosphere of brotherhood in the organization. This is only possible if ideas are properly channeled and there is proper delegation of authority, empowerment and autonomy in functioning. However, conflict is not necessarily a bad thing. If properly managed, it can have potentially positive outcomes. It can be an energizing and vitalizing force in groups and in the organization. Conflict can be seen as a „constructive‟ force and in certain circumstances it can be welcomed or even encouraged. For example, it can be seen as an aid to incremental improvement in organization design and functioning, and to the decision-making process. Conflict can be an agent for evolution, and for internal and external change. Properly identified and handled, it can help to minimize the destructive influences of the win–lose situation. 

Concept of Conflict Management 

Conflict management is seen as a broad concept including conflict resolution, the transforming of the nature of conflict to be good and the fostering of peaceful coexistence (Mohammed, 2006) According to the author, it is a long term arrangement involving official organization and institutions for stopping and preventing the conflict whenever it is about to arise. In other words, conflict management is the label for the variety of ways by which people handle grievances, standing up for what they consider to be right against what they consider wrong. 35 Conflict management requires a combination of analytical and human skills. It influences individual wellbeing, group performance and organizational effectiveness (Carsten, Arne, Bianca, Esther, & Aukje as cited in Yusuf & Anuar, 2014). As such, conflict management involves doing things to limit the negative aspects of conflict and to increase the positive aspects of conflict with the aim of enhancing learning and group outcomes, including effectiveness or performance in an organizational setting (Rahim, 2011). Conflict management is deemed to be successful if it has achieved its goal by reaching a win-win approach-approach or consensual agreement which is acceptable by both parties. . Onwuchekwa as cited in Ezeanyim (2010) reports that conflict management is a way of managing organizational conflict so as to keep it at a level where it will not result in disorganizing the activities of an organization thereby resulting in not allowing effective attainment of organizational objectives. 

Shanker (2013) opines that conflict management is the ability to work under stress and continued to be productive. According to the author, it is a process of supportive confrontation management of the organizational conflict, which is considered one of the most important and responsible job of managers. The Foundation Coalition (n.d), and Usoro, Ekpenyong and Effiong (2014) views that conflict management is the principle that all conflicts cannot necessarily be resolved, but learning how to manage conflicts can decrease the odds of nonproductive escalation. It involves acquiring skills related to conflict resolution, self-awareness about conflict modes, conflict communication skills, and establishing a structure for management of conflict in one‟s environment. Usoro et al. (2014) further explains that it is a process that embraces all articulated strategies, interventions and institutional mechanisms in controlling the escalation of conflict. Omisore and Ashimi (2014), posits that dealing with conflict between and among individuals can be one of the most frustrating and uncomfortable experiences for an administrator. Thus, any attempt by an administrator to alter a specific conflict position requires that he or she be knowledgeable of its origin. An understanding of the source improves the probability that the proper resolution or stimulation technique will be selected (Robbins as cited in Omisore & Ashimi, 2014). Violetta (2012) argues that the most important element of conflict management strategy is not only the early recognition of the conflict but the keeping of attention to the conflicting parties as these elements are important when a manager deals with functional or dysfunctional conflicts. Therefore, the effectiveness or otherwise of the management of conflict is largely dependent on how well the causes of the conflict have been understood. 

 Strategies for Conflict Management 

Whenever conflict occurs, it is important for managers to seek for ways of resolving it. Adeyemi and Ademilua as cited in Lazarus (2014) views conflict management strategies as the internal mechanisms used by various authorities in resolving conflict. Conflict researchers have identified a number of conflict management strategies that can be employed in the constructive management of conflict situations. Locke (2009) identifies techniques for handling conflict as follows: mediation (intervention of third party) and negotiation (distributive/win-lose and collaborative/win-win). Conflict between parties can also be resolved by five different modes such as: avoidance, competing, collaborating, accommodating, and compromising (Kondalkar, 2007). Ginnett and Curphy as cited in Kinnander (2011) have also describes five common approaches for managing conflict: competition, accommodation, sharing, collaboration, and avoidance. 

 In the same vein, Robbins etal. (2008), identifies conflict handling intentions or techniques using two dimensions-cooperativeness (the degree to which one party attempts to satisfy the other party‟s concerns) and assertiveness (the degree to which one party attempts to satisfy his or her own concerns). However, the five conflict handling intentions or techniques are: competing, accommodation, collaboration, compromise and avoidance. For the purpose of this research, collaborating, compromise and avoidance strategies which are the independent variables for the study will be used and explained extensively. This is because the researcher sees them as the middle belt strategies based on assertiveness and cooperativeness; collaborating (Assertive and Cooperative), compromising (Mid-range of both Assertiveness and Cooperativeness), and avoiding (Unassertive and Uncooperative) and also because the three conflict management strategies provide a satisfactory balance for both parties involved in the conflicting problem. The success or effectiveness of the strategies adopted by an organization can be determined by the extent to which they limit conflict behavior and the extent to which they can help to achieve a satisfactory solution.However, any of the five conflict management strategies may be appropriate and effective depending on the specific situation, the parties' personality styles, the desired outcomes, and the time available.

Concept of organizational Productivity

Continuous improved performance is the objective of any organization because only through performance, organizations are able to grow and progress. Zeitun and Tian (2007), explains performance as a controversial issue in the financial strategy of most corporate organizations due to its multi-dimensional meanings. The concept is used to analyse the performance of a business that possess the quality of an organization having a legal status. To explain the concept therefore, a precise and satisfactory description of the context in which it is used should be made in order to have a sense of direction. However, the concept of organizational performance is very common in the academic literature, as it is one of the most widely used variable in organizational research today, yet at the same time, it remains one of the most vague and loosely defined constructs (Rogers et al. as cited in Jahanshahi, Reraei, Nawaser, Ranjbar & Pitamber, 2012). Its definition is difficult as there are many definitions of organizational performance and no two definitions agree on the precise

characteristics (Abusa, 2011). According to Griffin (2003), organizational performance is described as the extent to which the organization is able to meet the needs of its stakeholders and its own needs for survival. organizational performance according to Iravo (2011) is rapidly becoming more accepted as necessary to enhance the productivity and profitability of organizations and is consequently expanding. Almajali etal. (2012) views that organizational performance is seen as the result of an activity which has been achieved by an organization related to its authority and responsibility in achieving the goal legally, not against the law, and conforming to the morale and ethics of the organization. Lebans and Euske (2006) define organizational performance as a set of financial and non-financial indicators which offer information on the degree of achievement of organizational objectives and results. In the words of Javed and Javed (2013), organizational performance and its goals achievement depend upon the will and motivation of employees to achieve the personal goals aligned with the achievement of organizational goals. These authors linked the performance of an organization to the will and determination of individual employees to succeed which account for either the success or failure of organizational performance. In measuring organizational performance, different approaches may be adopted depending on the perspective of the study. organizational performance according to Hansen and Mowen (2005) can be measured either financially or non-financially and it is important to note that the measurement of organizational performance may be affected by the objective of an organization which in turn affects the choice of the performance measures. Financial performance measures such as profit maximization, maximizing profit on asset, and maximizing shareholders benefits are the core of firms‟ effectiveness (Chakravarthy, 1986).

EFFECT OF CONFLICT MANAGEMENT ON ORGANIZATIONAL PRODUCTIVITY

Many people automatically assume that conflict is related to lower group and organizational performance. This assumption is frequently incorrect (Robbins etal., 2008). Conflict can either be constructive or destructive to the functioning of a group or unit. The levels of conflict can either be too high or too low. Either extreme hinders performance. An optimal level is one at which there is enough conflict to prevent stagnation, stimulate creativity, allows tensions to be released and initiate the seeds for change, yet not so much as to be disruptive or to deter coordination of activities. Inadequate or excessive levels of conflict can hinder the effectiveness of a group or an organization, resulting to reduced satisfaction of group members, increased absence and turnover rates, and, eventually, lower productivity. However, when conflict is at an optimal level, complacency and apathy should be minimized, motivation should be enhanced through the creation of a challenging and questioning environment with a vitality that makes work interesting, and there should be the amount of turnover needed to rid the organization of misfits and poor performers. Managing conflict to increase organizational performance is to ensure that the level of conflict is not too high or too low but rather, it should be encouraged at the optimal level. 

Brown as cited in Iravo (2011) posits that the role of conflict management in organizational performance depends  on a circumstance that is, contingency. Thus, Contingency Theory recognizes the influence of a given solution on organizational behaviour patterns. According to Rivers as cited in Zafar, Ashfar, Ali and Imran (2014), the hidden costs of unresolved conflict in organizations are enormous and finding effective ways to manage and resolve organizational conflicts can have a significant impact on productivity and hence organizational performance. Individual and organizational performance suffer when people are consumed emotionally, mentally and behaviourally by conflicts. Management of Sunseed Nigeria Limited should therefore ensure that conflict within the organization is well managed, otherwise, it can affect the organizational performance negatively and the achievement of the goals and objectives of the organization which can in the long run hinders organizational continuity.

2.2 THEORITICAL FRAMEWORK


A theoretical framework includes concepts and, accompanied by their definitions and reference to pertinent scholarly literature, existing theories used for a particular study. This demonstrates an understanding of theories and concepts that are relevant to the topic of a research paper and that relate to the broader areas of knowledge being considered (Labaree, 2009).

Conflict Theory 

Conflict theory is synonymous with the pluralist frame of reference which is also credited to Fox (1966). This theory views the organization as coalescence of sectional groups with different values, interests and objectives; thus, employees have different values and aspirations from those of management, and these values and aspirations are always in conflict with those: of management. Conflict theorists argue that conflict is inevitable, rational, functional and normal situation in organizations, which is resolved through compromise and agreement or collective bargaining. Conflict theorists view trade unions as legitimate challenges to managerial rule or prerogatives and emphasize competition and collaboration. This view recognizes trade unions as legitimate representative organizations which enable groups of employees to influence management decisions (Rose, 2008). Rose further states that the pluralist perspective would seem to be much more relevant than the unitary perspective in the analysis of industrial relations in many large unionized organizations and congruent with developments in contemporary society.

Contingency Theory. 

This theory is a behavioural theory developed by Fred Fiedler in 1964.The assumption of the theory is that there is no universal or one best way to manage an organization and that an organizational/leadership style that is effective in some situations may not be successful in others. The theory argued that a manager's effectiveness is based upon the interplay of task, or relation, motivation and the circumstance. In other words, certain circumstances require different management approaches with a focus either on motivating for task completion or maintaining harmonious group relations. It can be summarized as an “it all depends” approach. The appropriate management actions and approaches depend on the situation. Managers with a contingency view use a flexible approach, draw on a variety of theories and experiences, and evaluate many options as they solve problems. In the contingency perspective, managers are faced with the task of determining which managerial approach is likely to be most effective in a given situation. It is a recognition of the extreme importance of individual manager performance in any given situation and the contingency approach is highly dependent on the experience and judgment of the manager in a given organizational environment. Contingency theory is however made of six independent constructs (strategy, task, technology, organizational size, structure and culture) and two dependent constructs (efficiency and organizational performance). The study looks at the aspect of strategy being the independent variables and organizational performance being the dependent variable. The decision to base the study on this theory was informed by the fact that there is no one best strategy in resolving organizational conflict. A strategy is considered appropriate for a conflict 55 situation if its use leads to effective formulation and/or solution to a problem (Rahim, 2011).

2.3 EMPIRICAL REVIEW


Ebhote and Monday (2015) conducted a qualitative research on conflict management, a managerial approach towards improving organizational performance. It was concluded that managers on their part having resolved the conflict efficiently can use the techniques or the approaches adopted to resolve further conflict which might ensue the future. It is a qualitative study. A study was carried out by Rabinarayan (2004) to examine the relative effectiveness of conflict management strategies (withdrawing, smoothing, compromise, forcing and problem solving) in the frame work of superior-subordinate relationships in India. Questionnaire was obtained from 345 managers in steel and paper industries and data was analyzed using mean, standard deviation as well as multiple regression. The study revealed that problem solving was the most effective method of conflict management followed by smoothing behaviours. The study recommended that there is a need to make reduction in the excessive use of compromising strategy as being made in the present. The study was conducted on a different dependent variable. Oparanma, Hamilton and Ohaka (2009) conducted an investigation on managerial strategies to conflict management of not for-profit organizations in Port Harcourt. The study adopted the descriptive study pattern with the use of questionnaire and personal interview. A total of 80 copies of questionnaire were distributed to both the junior and senior staff and it was concluded that conflicts in non-profit making organizations can be resolved whereadministrators indulge 50 in collective bargaining agreement, understanding of employees andacceptance of subordinate goals.

 Sima et al. (2012) examined the effects of conflict management strategies on job stress of the staff of emergencies in Mashhad hospitals, Iran. Using descriptive design with copies of questionnaire distributed to 55 employees, the study found that avoidance strategy has a negative and meaningful effect on job stress, solution-oriented strategy has a positive and meaningful effect on job stress, and control has a positive and meaningful effect on staff's job stress. The study was conducted on a different dependent variable. Mba (2013) also carried out a research on conflict management and employees‟ performance in Julius Berger Nigeria Plc Bonny Island, Bayelsa State. A descriptive research design was used in executing the study using 50 purposively selected sample respondents consisting of 25 managerial employees and 25 non-managerial employees of Julius Berger. Data collected were analysed using descriptive and inferential statistics. The result from analysis indicated that significant relationship exists between conflict management strategies and employees‟ performance which have been relatively useful in minimising the incidence of disruptive conflicts while impacting positively on employees‟ productivity. However, the study makes use of employees‟ performance which is an aspect of organizational performance. 

El Dahshan and Keshk (2014) conducted a study to determine the main conflict management styles from both nurse managers and their staff nurses' points of view and investigating its effect on nurses' turnover intention. Descriptive correlation research design was used to analyse data with questionnaires distributed to 30 nurse managers and 150 staff nurses. The findings of the study revealed that the most used conflict management style was avoidance while the least used 51 style was competing. It was concluded that there were statistically significant positive correlation between turnover intention and the three conflict management styles (collaboration, compromise and avoidance) while, there was statistically significant negative correlation between turnover intention and competing style. However, the study considers a different dependent variable.
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. 


The general aim of this study is to have a general view of the problems and the prospects of conflict management in organization (Niger Gas, Emene). Staff  of the mentioned organization forms 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   Staff in Niger Gas Emene in Enugu State the researcher conveniently selected Sixty-Six (66) participant 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 inquired 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 analyzed using simple percentage in frequencies and tables which provided answers to the research questions. Hypothesis test was conducted using g Chi-Square  statistical package for social science  (SPSS).

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

The 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

4.0 INTRODUCTION

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 sixty (60) questionnaires were administered to respondents of which all were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 50 was validated for the analysis.

4.1
DATA PRESENTATION
Table 4.2: Demographic profile of the respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	41
	68.3%

	Female
	19
	31.7%

	Age
	
	

	25-30
	21
	35%

	31-35
	11
	18.3%

	36-40
	16
	26.7%

	41+
	12
	20%

	Marital Status
	
	

	Single
	38
	63.3%

	Married
	21
	35%

	Separated
	01
	1.7%

	Education Level
	
	

	Secondary
	17
	28.3%

	Tertiary
	43
	71.7%


Source: Field Survey, 2021

4.2 DATA ANALYSIS

HO1: Conflict management is not a serious problems which has reduce productivity and efficiency.

HO2: There will be a better and improved workers and productivity if conflict is properly managed.
HO3: The welfare programme in Niger gas is not encouraging.

Hypothesis One

Table 4.2: Conflict management is not a serious problems which has reduce productivity and efficiency.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	40
	20
	20
	400
	20

	No
	16
	20
	-4
	16
	0.8

	Undecided
	04
	20
	-16
	256
	12.8

	Total
	60
	60
	
	
	33.6


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 33.6 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 33.6  is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis is accepted which states that Conflict management is a serious problems which has reduce productivity and efficiency.
HYPOTHESIS TWO

Table 4.3: There will not be a better and improved workers and productivity if conflict is properly managed.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	30
	20
	10
	100
	5.0

	No
	08
	20
	-12
	144
	7.2

	Undecided
	22
	20
	02
	04
	0.2

	Total
	60
	60
	
	
	12.4


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 12.4 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 12.4  is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis is accepted which states that there will be a better and improved workers and productivity if conflict is properly managed..

HYPOTHESIS THREE

Table 4.4: The welfare programme in Niger gas is not encouraging.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	29
	20
	09
	81
	4.1

	No
	09
	20
	-11
	121
	6.1

	Undecided
	22
	20
	02
	04
	0.2

	Total
	60
	60
	
	
	10.4


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 10.4 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 10.4  is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis is accepted which states that the welfare programme in Niger gas is encouraging..

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1 SUMMARY



The general aim of this study is to have a general view of the problems and the prospects of conflict management in organization (Niger Gas, Emene). The study reviewed  the nature of conflict in some  organization. It  find out the main causes and sources of conflict in Niger gas, concerning their management and administration department and had a good review on the remedies to organizational conflict in Niger Gas.

Survey research design was adopted for the study and with the aid of convenient sampling method, the researcher selected sixty-six (66)  participant who are staff in Niger Gas Emene as the respondent of the study. Well structured questionnaire was issued to the 66 respondent whereas only (60) were retrieved  and validated. Data was analyzed in frequencies and tables using  simple percentage. Hypothesis test was  conducted using Chi-Square statistical tool.

5.2 CONCLUSION

Conflicts are inevitable part of organizational life since the goals of different stakeholders such as managers and staff are often incompatible. Conflict is an unpleasant fact in any organization as longer as people compete for jobs, resources, power, recognition and security.Conflict situations affect the overall effectiveness of co-operate organizations in the sense that they cause disharmony among organizational participants impacting negatively on organizational performance. This is because useful time and resources are wasted during conflicts in organizations. Therefore in order to harmonize these divergences,Conflict resolution becomes an important aspect of corporate management. From the analysis of the study, Findings reveals that:

Factors like Task inter-dependencies, Status inconsistencies, jurisdictional ambiguities, communication problems, dependence on common resource pools/tools, and Individual difference are the causes of conflict in organization.

 Implementation of conflict management policies has significant effect on productivity.
Organizational conflict can have a significant effect on productivity this is because it decreased employee satisfaction,  Low morale and job commitment,  breed Insubordination and low performance, lead to Project failure and economic loss.

Approaches to resolve organizational conflict include Prioritize the areas of conflict. encourage constructive discussions on different idea, create an atmosphere of mutual trust, Identify points of agreement and disagreement and Focus on behavior and events, not on personalities.

5.3 RECOMMENDATION

Base on the result of the study, the following recommendations were made:

Organizations (Managers) should pay more attention on the conflict phenomena, they should increase qualification and gain/improve skills related to conflict management. 

Also, there can be conducted trainings about the conflict and its constructive and destructive outcomes. 

Conflict resolution by a third party through dispute resolution or direct dialogue is one of the most effective means. But should be considered that, every organization has specific style, specific rules, policy and situations which can not be combine in general rules. All this knowledge should be used in daily routine at the workplace. This will increase both the performance and the productivity of the employees and will be reflected on organizational outcomes positively.
Adequate conflict resolution mechanism is recommended to be set up and maintained in order to serve as a catalyst to reduce accumulated grievance and trigger employees to better performance. 

Finally, There is a need to continuously educate the workforce on the best way to channel their grievances. This is to ensure that the employees do not take laws into their hands.
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PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION

SECTION A

PERSONAL INFORMATION

Gender

Male [  ]
Female [  ]

Age 

25-30 [  ]

31-35 [  ]

36-40 [  ]

41+ [  ]

47 and above[  ]

Marital Status

Single  [  ]

Married [  ]

Widowed/ Separated [  ]

Qualification

Secondary [  ]

Tertiary [  ]

SECTION B

Question 1:  What bring about conflict in an organization?

	S/N
	ITEM STATEMENT
	Yes
	No 
	Undecided

	1
	Task interdependencies,
	
	
	

	2
	Status inconsistencies
	
	
	

	3
	jurisdictional ambiguities
	
	
	

	4
	communication problems
	
	
	

	5
	dependence on common resource pools/tools
	
	
	

	6
	Individual difference
	
	
	


Question 2: Is Conflict management  a serious problems which has reduce productivity and efficiency?

	Options
	Please tick

	Yes 
	

	No
	

	Uncertain 
	


Question 3: Will there better and improved worker productivity if conflict is properly managed?

	Options
	Please tick

	Yes 
	

	No
	

	Uncertain 
	


Question 4: Are the welfare programme in Niger gas  encouraging?

	Options
	Please tick

	Yes 
	

	No
	

	Uncertain 
	


Question 5: How can conflict be effectively managed in an organization in order to increase productivity?

	S/N
	ITEM STATEMENT
	Yes
	No 
	Undecided

	1
	Prioritize the areas of conflict.;
	
	
	

	2
	encourage constructive discussions on different ideas
	
	
	

	3
	create an atmosphere of mutual trust.
	
	
	

	4
	Identify points of agreement and disagreement
	
	
	

	5
	Focus on behavior and events, not on personalities.
	
	
	


