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THE EFFECT OF CONFLICT MANAGEMENT EFFECTIVENESS ON THE PRODUCTIVITY OF ADMINISTRATIVE EMPLOYEES AT TERTIARY INSTITUTIONS
ABSTRACT

This study examines the effect of conflict management effectiveness on the productivity of administrative employees at tertiary institutions. Specifically, the study examines the relationship between effective consultation and administrative staff productivity, the relationship between effective communication and administrative staff productivity, the relationship between effective staff remuneration and administrative staff productivity, the relationship between periodic training (in-service) and administrative staff productivity and the relationship between workers participation in decision making and administrative staff productivity. The study employed the survey descriptive research design. A total of 204 responses were validated from the survey. The study adopted the human relations theory. From the responses obtained and analysed, the findings reveals that conflicts management effectiveness is significantly related to administrative staff productivity in Tertiary colleges in Cross River State. Furthermore, there is the need for administration and government to ensure a conflict free institutions, conducive and acceptable strategies to enable them to put in their best and bring about higher productivity. The study recommends administration of different organization should avoid distortion of information on labour policies and programmes before dissemination to administrative staff, as the employer(s) and the employees representatives meet regularly for round table issues ,each opinion, belief, prejudice, and observations should be addressed. More so, the administration should also ensure that there is a free flow of communication between the management and staff for harmonious working relationship.
CHAPTER ONE   


INTRODUCTION


1.1
Background to the study                                             

The state of conflict that results from the pursuit of divergent interests, goals, and aspirations by individuals and groups within an organisation or social environment is known as conflict. Conflict is a state that can be caused by both the actual power structure and the power structure that is in opposition to it (Azamosa, 2021). This is because shifts in the social environment, such as differing ideologies, ideas, values, and social position, which can lead to a sense of conflict and disagreement with one another; when this occurs, the productivity of an organisation can be negatively impacted (Bhatti, & Qureshi, 2022). The researcher is examining the effective conflict management strategies that can be implemented in tertiary institutions to manage conflict situations in a way that does not leave the organisation vulnerable to ongoing conflicts. These strategies can be adopted in order to manage conflict situations. According to Otite and Albert (1999), the most often used conventional definitions of conflict describe it as a fight over values and claims to scarce status, power, and resources, during which the goals of the adversaries are either neutralised, harmed, or eliminated by their competitors (Barnard, 2021). In this context, conflict may be understood as a means of resolving an issue that has its roots in competing interests and is also attributed to an ongoing power struggle between employees and the businesses that employ them. Contrary to the general consensus, conflict actually did play a relatively constructive function in a number of respects for the progressive and good administration of universities (Azamosa, 2021). Better ideas, clarity of individual viewpoints, individuals willingly searching for new ways, and long-standing issues brought to the surface and addressed are all results of the parties involved in the conflict achieving reconciliation with one another (Bhatti, & Qureshi, 2022). According to Alper, Tjosvold, and Law (2000), conflict arises when the actions or beliefs of one or more members of a group are unacceptable to others and, as a result, are resisted by one or more members of the group. For example, the conflict that erupted in the University of Calabar in 2011 between students and the school management over sudden increments of school fees, which resulted in the loss of properties, goodwill, and opportunities, could have been avoided if the (Barnard, 2021). Karl Marx (1818) was in agreement with the definition of conflict, which he described as "a collision, confrontation, war, or struggle that may spring up in any organisation." Ultimately, Park and Bourgess in Otite (1999) have the same view that conflict is truly designed to resolve any divergent dualism and achieve some kind of unity, even if it is through the annihilation of one of the conflict parties. They state that this goal can be accomplished through any means necessary.

It was further proven by Alper, Tjosvold, and Law (2000) that conflict happens at all levels of organic life, that it is pervasively omnipresent, and that it is the most damaging. It is capable of damaging infrastructure, disrupting the manufacturing process, and diverting resources away from the people who will be using the product, all of which have the potential to individually and severally limit progress and endeavour. Workers, who are the owners of labour everywhere in the world, have been known to organise themselves into associations or unions with the primary goal of promoting and protecting themselves from unnecessary abuse of their human rights by their employers as well as by fellow workers. This has been documented to have occurred (Azamosa, 2021). In essence, conflict in the workplace can emerge amongst the employees themselves due to the fact that individuals have different opinions on a variety of topics, such as the following: Alper, Tjosvold, and Law (2000).

I Due to disparities in their comprehension of the situation as well as their perspective, they perceive things differently.

ii) Every person has a unique personality, set of guiding principles, set of values, and set of beliefs, all of which influence the decisions they make and the goals they pursue.

iii) People have a variety of distinct philosophical and ideological perspectives, as seen by the existence of several political parties.

iv. People of various socioeconomic class have distinct ways of thinking, and these ways of thinking help cultivate in them the ability to respectfully disagree, which might lead to disagreements in views or beliefs. In spite of the widespread belief to the contrary, conflict has actually been shown to play a constructive part in a number of respects with regard to the progressive and effective governance of universities. People are more inclined to look for new ways, better ideas are developed, individual viewpoints are clarified, and long-standing issues are brought to the surface and settled once the warring parties have reconciled with one another. 

1.2
Theoretical framework


The following theories were discussed to provide a framework for 
this study.

1.2.1
The human relations theory; by Mary, Follets  (1954).

1.2.2
The administrative management theory; by Henry, Fayol (1949).

1.2.3
The conflict theory; by Karl, Marx  (1883).

1.2.1 The Human Relations Theory

       Follett (1954), a great proponent of human relations theory was also refered to as “prophetess of management”. Follet (1868 – 1933) a Harvard Professor in social works practiced Gestalt psychology and business consultancy. The human relations theory involves the study of motives, behavior and the development of criteria for designing organization which will stimulate members co-operation in order to achieve the goals and objectives of the organization.

It attaches much importance to individuals motives, goals and aspirations in the conceptualization of organizations. The organizational success is explained in terms of individual, group motivational and inter-personal relationships, particularly the relationship between administration and staff.   She is associated with the discovery of various phenomena such as the “Group think effect” in committee meetings; creativity exercises like ”brainstorming” and most importantly, what later became Management–By-Objectives (MBO) and  Total Quality Management (TQM) and Continuous Quality Improvement (CQI).       Follett admonished employers on the over-management of employees, a process now known as “micromanaging”. The  importance of informal processes within any organization, and the idea of the “authority of expertise” which really served to modify the typology of authority developed by German contemporary (Peretomode 2006).   Her ideas on negotiation, power and employee participation were highly influential in the development of the fields of organizational studies, alternative dispute resolution and human relations movement.  Her approach to conflict was to embrace it as a mechanism of diversity and an opportunity to develop integrated solutions rather than simply compromising (Bassett, 2011).           
                                   Follet propounded four principles of coordination where she noted certain principles that must be followed to make coordination effective and these includes;

i)
Principle of early stage – coordination must start at an early stage in the management process. It must start during the planning stage.

ii)
Principle of continuity – co-ordination must be a continuous process. It must not be a one time activity.

iii)
Principle of direct contact – All managers must have a direct contact with their subordinates. This will result in good relations between the managers and their subordinates. This is so because direct contact helps to avoid misunderstanding, misinterpretations and disputes between managers and subordinates.

iv)
Principles of reciprocal relations: The decisions and actions of all the people (managers and employees) and departments of the organization are interrelated.


If decision or action is taken by managers, they should first find out the effect of that decision or action on other persons (Kalyan & Sulaiman 2011).  It should be noted however that Follett’s influence can also be seen indirectly in the work of Ron Lippitt, Ken Benne, Lee Bradford, Edie Seashore and others at the National Training Laboratories in Bethel, Marine, where T-group methodology was first theorized and also developed (Kleiner, 1996).  This implies that Follett’s work set the stage for a generation of effective progressive changes in management philosophy, style and practice, revolutionizing and harmonizing the American Workplace, and allowing the fulfillment of Douglas McGregor’s management vision – quantum leap in productivity effected through the humanization of the work place (Wikipedia, 2012).

Human relation theory has its origin from the work of Mayo (1946) of the “Hawthorne studies” which was conducted in the 1920’s at the Hawthorne works of the western electric company, USA.   


Mayo stated that the reason workers are more strongly motivated by informal things is that individuals have a deep psychological need to believe that their organization cares about them. Workers want to believe their organization is open, concerned and willing to listen. Mayo believes that:

i)
Supervisors should not act like supervisors, they should be friends, and counselors to the workers.

ii)
managers should not try to micro-manage all affairs. 

iii)
People should be periodically asked how they feel about their work and their supervisors.

iv)
Humanistic supervision plus morale equals to productivity.

v)
Humor and sarcasm are good in the workplace – it is all part of group dynamics.

vi)
Workers should be consulted before changes are made and room should be given to workers to participate in decision making.

Bernard (1938) was a formidable part of the human relations movement. Bernard in his book “The functions of the Executive”, noted that managers need to know more about human behaviors, and in particular, more about the informal groups of an organization, especially the relationship between workers and outsiders. Chester Bernard is best known for his concept of “zones of indifference” which is the idea that good leaders should try to take middle – of – the – road, or neutral, position on issues  because each person’s attitude usually has such a middle – ground area where they will believe or obey without question. Bernard noted that a certain amount of co-operation between management and employees is necessary and that authority is not all that is necessary as the classical schools of management would have it.  He reinforced what became a fundamental idea in organizational theory; that all organizations pose either as a formal organization or an informal organization.


Bernard asserted that the informal organization regulates as if employees will obey all management orders and instructions. The author then went ahead to outline three basic types of orders that can be given by managers to employees;

i)
Orders that are unquestionably acceptable that are always obeyed because they lie within what they called their zone of indifference, or typically dealt with things that are part of an employee’s job description and are routine.

ii)
Orders that may or may not be followed, depending upon the employee and the conduct accepted by the employees informal organization because such orders come close to being unacceptable.

iii)
Orders that are completely unacceptable and that will always be disobeyed because these kinds of orders go beyond an employee’s zone of indifference.


Despite the contributions of the human relations theory to the practice of modern management, the movement has been criticized on several grounds. The human relations theory is seen by management scholars to be too idealistic in trying to remove all forms of conflict within organization.(O’Conner,2011). Inyang (2004), has criticized the human relation movement for having the tendency to be pro-worker, neglecting the primary objective of industrialized profit and also neglecting the important role of trade unions. However, some conflicts in work situation may not be solved by this incompatibility between the interests of management and those of labour in spite of the difficulties that may arise between them. The relevance of this study is clearly seen in the progressive change in management philosophy of establishing a veritable working relationship model for employers and employees. It also set a stage for the involvement of staff in virtually all the important stages of management decision making without necessarily rendering the organization porous for possible abuse by employee unions.

1.2.2 The administrative management theory Henry Fayol (1949)

The administrative management theory is associated with Henry Fayol, a renowned French Engineer, manager and industrialist. Fayol (1949) analyzed the activities of industrial undertakings into six groups: technical (production, manufacture and adaptation); commercial (buying, selling, exchange and market information), financial (obtaining capital and making optimum use of available funds); security (safeguarding property and persons); accounting (information on the economic position, stock taking, balance sheet, costs, statistics); and managerial.

He further divided the activities into five elements which are to forecast and plan; to organize; to command; to co-ordinate; and to control. Fayol suggested that a set of well-established principles would help concentrate general discussion on management theory, but emphasized that these principles must be flexible and adaptable to changing circumstances.

He recognized that there was no limit to the principles of management but advocated fourteen (14) in his writing and these are:

1)
Division of labour: The principles of specialization of labour in order to concentrate activities for more efficiency and increase in productivity.

2)
Authority and responsibility: Authority is the right to give order and the power to ensure obedience.

3)
Discipline: Discipline is absolutely essential for the smooth running of organization and without discipline, there is bound to be waywardness among the workers.

4)
Unity of command: An employees should receive orders from only one superior.

5)
Unity of direction: One hand and one plan for a group of activities having the same objectives.

6)
Subordination of individual interests: The interest of one employee or a group should not prevail over that of the organization.

7)
Remuneration of personnel: Compensation should be fair and as far as possible afford satisfaction.

8)
Centralization: Centralization is essential to the organization and is a natural consequence of organization.

9)
Scalar chain: The scalar chain is the chain of superiors ranging from ultimate authority to the lowest rank.

10)
Orders: The organization should provide an orderly place for every individual. A place for everyone and everyone in their place.

11)
Equity: Sense of justice transform the organization.

12)
Stability and tenure of personnel: People need time to learn their job. 

13)
Initiative: One of the greatest satisfaction is formulating and carrying out a plan.

14)
Esprit de corps: Harmonious effort among workers is the key to organizational success (Mullins, 1996).

Furthermore, the theory considers management as a profession where people can be trained and developed. The administrative management theory sees broad policy issues as the responsibility of top managers, which they have to handle seriously for organizational survival and growth. It relates with the work in the sense that administrators should not see administration as positions but as responsibility directly related/connected to their profession and that failure in administration means failure in the profession. More so, if the organization must succeed, the administrators should master the heuristics of the administrative profession and follow them seriously and professionally. 

1.2.3
The conflict theory

Several theories which emphasize social conflicts have roots in the ideas of Karl Marx (1818). As a great German theorist and political activist, he saw conflict theories as theories of social stratification which anchor on analysis of capitalism, social change and a view of human liberation.

Even though it is a necessary condition for social change to occur, individuals or groups interacting in the society which share different interest and have different economic capabilities always resist change. According to Marx, classes develop on the basis of the different positions or roles which individuals play in the productive scheme of a society. The material view of history begin from the premise that the most important determinant of social life is the work people are doing most especially the work that result in provision of the basic necessities of life, food, clothing and shelter. He maintained that, everything of value in society results from human labour, thus it is clearly seen that working men and women are engaged in making society the conditions to suit them for their own existence.


The three primary aspects of Marxism are as follows:

1)
The dialectical and materialist concept of history which implies that human kind of history is fundamentally a struggle between social class. The productive capacity of society is the foundation of society and just as this capacity increases over time, the social relations of production and class relations evolve through definite stages like slavery, primitivism, communism, feudalism and capitalism esterra. 

2)
The critique of capitalism was seen by Marx as dominant in 19th century. For Marx, the central institution of a capitalist society is private property, the system by which capital such as money, machines, tools, factories and other material objects used in production are controlled by a smaller minority of the population. Marx argues that in a capitalist society, an economic minority who are called the bourgeoisies referring to the owners of capital dominate and exploit the economic majority who are called proletariat referring to the workers whose only property is their  labour and time which they have to sell to the capitalists. Owners are seen as making profits by paying workers less than their work is worth and thus exploiting them. He argued that while the production process is socialized, ownership will still retain in the hands of the bourgeoisies and this forms the fundamental contradiction of capitalist society.

3)
Advocacy of proletarian revolution: In order to overcome the fetters of private property, the working class must seize political power internationally through a social revolution and restrain the capitalist classes around the world and place the productive capacities of society into collective ownership.

Basically, societies do not operate on conflict theory. If this were the case, it would likely be that a high degree of confusion within the system exist. People would individually or in groups, have been in opposition at random and this would forestall growth of the society. Thus the society’s continued existence in business would necessarily mean that conflict is in positive balance with other factors such as value consensus.

If the societal value and norms are brought to bear in the distribution of the power and means of production or in the event of conflict management then the result will be an agreement or consensus between individuals or group of the various segments of the society involved in the conflict. Invariably as long as conflicts occur within the limits of the societal system of values it is normal.

In summary, Marxist model of stratification is a useful tool in the understanding of stratification more in a capitalist society where class formation is distinct with two distinct income groups that is the rich and the poor creating a class based social stratification.

These theories are relevant to the study because, conflicts result from divergent interest of individuals or groups. The existence of class enhances conflicts because interest of different class breeds conflicts. Class formation brings about discrimination which is based on stratification of individuals or groups. Employee whose aim is to achieve high productivity should not made himself and his positions intimidated to his staff, no selfish interest, no high handed policies, no poor communication channel and poor staff welfarism. If these issues are clearly understood, indeed the workers will achieve high productivity.

1.3
Statement of the problem


Conflict occurs when there is disagreement between two parties and such situation undermines the healthy growth of an organization. Conflict situations have led to the retrogressiveness in the growth of our nations tertiary institutions.    This work is trying to solve the problem of unrest, disagreement due to divergent interest in working organization among administrative staff, In 1996 for instance, the conflict between the academic staff union of Nigeria Universities (ASUU) and Federal Government (FG) of Nigeria hindered educational activities for almost a year. The disagreement between non-academic staff union of universities and the Federal Government of Nigeria has also witnessed inconsistencies in the management of Nigerian tertiary institutions.     Besides, internal rancor created as a result of delay in salary payment and the monetization of either benefits in college of health technology have led to loss of opportunity, delay in graduation of students and even led to transferred aggression.

Also the crisis that erupted in the University of Calabar year 2011  due to disagreement between students and the management of the University over issues of school fees is a conflict situation which led to loss of properties, as well as loss of opportunities and goodwill. These are issues that would have been averted if proper conflict management techniques were adopted or if management was proactive. 

Recently, there was an indefinite strike by ASUU that came up as a result of the non implementation of the 2009 agreement by the federal government. Yet, this are issues that would have been properly managed. This action has affected staff productivity by disrupting school calendar, staff ineffectiveness in their duties, over all objectives of the institutions which could mare the wishes of those whom the institutions are established to serve ( students).

The above cases and many more however, have given the impetus for researching into conflict management in tertiary institutions to explore the impact of negotiation in conflict situations as well as other conflict management techniques.

1.4
Purpose of the study

The purpose of the study is to examine the extent to which conflict management effectiveness may influence administrative staff  productivity in tertiary institutions. 


Specifically, the study seeks to determine:

1.
The relationship between effective consultation and administrative staff productivity. 

2.
The relationship between effective communication and administrative staff productivity.

3.
The relationship between effective staff remuneration and administrative staff productivity.

4.
The relationship between periodic training (in-service) and administrative staff productivity.

5.
The relationship between workers participation in decision making and administrative staff productivity.

1.5
Research questions


To guide the study, the following research questions were posed.

1.
What is the relationship between effective consultation and administrative staff productivity in tertiary institutions?

2.
 Is there any relationship between effective communication and administrative staff productivity?

3.  
What is the relationship between effective staff remuneration and   administrative staff productivity?

4.
What is the relationship between effective in-service training and administrative staff productivity?

5.     Is there any relationship between effective workers participation in decision making and administrative staff productivity?

1.6
Statement of the hypotheses

The following hypotheses were formulated to give the direction to 
the study.

1.
There is no significant relationship between effective consultation and administrative staff productivity.

2.
There is no significant relationship between effective communication and administrative staff productivity.

3.
There is no significant relationship between effective staff remuneration and administrative staff productivity.

4.
There is no significant relationship between effective periodic staff training and administrative staff productivity.

5.
There is no significant relationship between workers participation in decision making and administrative staff productivity.

1.7
Significance of the study

It is hoped that the research study may go a long way to throw more light on how conflicts should be managed so as to ensure optimum productivity .                                                       

 Educational administrators will derived some ideas from the study; since it may give a guide on strategies and policy formulation  that may help resolve conflict in tertiary institutions.         

The study may provide knowledge and new research information which may help to bridge gaps in research literature though not first of its kind. It may also help in enhancing good relationship between workers and administrators in government, non – governmental organizations, parastatals, and  labour unions in different organizations.

To government, it may reveal to them the effective conflict management strategies that can enhance productivity through  understanding of the place of motivation, in-service training, effective communication, consultation and workers participation in decision making in an establishment.  

Finally, the study may further help different trade unions in institutions like Academic Staff Union of Universities (ASUU), Senior staff Association of Nigerian Universities (SANU) and Non-Academic Staff Union of Universities (NASUU) to spell out their functions which include the political benefits of unionism.  

1.8
Assumptions of the study


The following assumptions underlie the study.

i)
That conflict in educational sectors has some positive effect on productivity.

ii)
That the responses provided by the respondents are reliable.

iii)
That the population used in this study is a true representation of the workers in the research area.

iv)     Conflicts can be investigated.

1.9
Scope of the study


The study is delimited to conflict management effectiveness in Cross River State which covers tertiary institutions in Cross River State of Nigeria. it covers only the 6 tertiary institutions located in the 3 senatorial zones of Cross River State. These include Federal College of Education Obudu (North); School of Nursing and Midwifery Itighidi (central) and University of Calabar, Calabar (South).

1.10   Limitations of the study

         This study like any other research in education was expected to     face a number of constraints. Some of which were;

The numbers of staff in each institutions varies from one another

Human factor; since the topic is on conflict, people don’t want to be quoted for their response which made them to be diplomatic.

1.11
Definitions of terms

Conflict: Conflicts in an organization is a state of discord by the actual opposition of power, claims, lands, and interests between people working together. 

Productivity: This is the ratio of output to inputs, it is the attainment of the highest level of performance with the lowest possible expenditure of resources.

Communication: it is defined as a means of sending and receiving information which could be done verbally, in writing, Symbols and in non-verbally. 

Consultation: This is the coming together of a group to deliberate on matters concerning the conflicting parties for a possible solution. 

Training: The process of providing instructions for the purpose of learning a skills for a particular job or activity.

Remuneration: Formal payment for a job or service rendered.

Employee: Someone who receives a salary or wages for work done for an organization or person.

CHAPTER TWO

LITERATURE REVIEW 


In this chapter, the relevant and related literature are reviewed   on the variables used in the study. These are presented under the following sub-headings. 


This chapter is organized and presented under the following subheadings; 

The concept of conflict management.

The concept of productivity.

Consultation with administrative staff and their productivity.

Effective communication and staff productivity 

2.5     Remuneration and staff productivity.

2.6     Staff training and staff productivity.

2.7     Staff participation in decision making and staff productivity      

2.8     Summary of literature review.

2.1
The concept of conflict management 


The continuous existence of organizations depends on the realization of its goals and objectives through effective functioning of its human resources.


Nevertheless, the same human elements required to facilitate goals attainment often engage in disagreements over factors of diverse interest and views, that often result in disorderliness.   This is what is ordinarily described as a conflict situation at the workplace. Conflict involves the total range of behaviours and attitudes that arises between managers on the one hand and their employees on the other. It is a state of disagreement over issues of substance or emotional antagonism and may arise due to anger, mistrust or personality clashes (Azamosa, 2004).


Schramm – Nielsen (2002) observed that conflict is a state of serious disagreement and agreement about something perceived to be important by at least one of the parties involved.


Rahim (2001) agreed with the views that; conflict could arise between individuals or groups in an organization if the goals are not specified or when the management shift blame on all workers who are involved which could also be interpersonal or intergroup taking place between a supervisor and his subordinates.  Conflicts can create negative impact to group but may also lead to positive effects depending on the nature of the conflict.


Kehinde (2011) posited the level of conflict that is ideal, he noted that too little and too much conflict causes performance to suffer, while optimum level effective decision making can enhance productivity. Kehinde further observed that a good conflict improves decision outcomes especially on task - related conflict and group productivity by increasing the quality through constructive criticism. 


Azamosa, (2004) reported that survey of practicing managers spend approximately 20 percent of their time dealing with conflict situation and recorded that a number of both positive outcomes includes:

1)
Better ideas produced.

2)
Long standing problems brought to the surface and resolved.

3)
People forced to search for new approaches.

4)
Clarification of individual views.

5)
A chance for people to test their capabilities.

        Negative outcomes includes:

1)
Some people felt defeated.

2)
The distance between people increased.

3)
A chance of mistrust and suspicion develop.

4)
Resistance developed rather than teamwork.

5)
An increase in employee turnover. (pg 12-15)


Ford (2007) writing on the strategies of conflict management reported a positive correlation between democratic management styles and organizational stability. He noted further that democratic strategies is capable of promoting inclusion in decision making and by consequence workers identification with decision and commitment to the organization. 


According to Rahim (2004) the nature of leadership power in an organization indicates the needs of conflict management strategies. Organizational stability may be maintained even when the leader is low in conflict management because workers sometimes exhibit acceptance behaviour over the superiors attitude, thus reflecting apathy and subjugation with little manifestation of aggression.


Another study by Vigil King (2000) titled conflict reduction and resource identified that the use of more integrative conflict management strategies are likely to have higher commitment than teams using less integrative styles, while it was noted that a supportive leader engenders respect, job satisfaction and higher productivity from his staff. Whereas any authoritarian leaders cannot stand the high productivity in a long run, it is bound to fall in short run.

2.2
The concept of productivity
Productivity is seen as the ratio of output to one or more of the inputs used in production, labour, land, capital (plant machinery and equipment), (Pells, Steel & Cox, 2004).

Employee productivity is the relationship between units of labour input and units of output. It is effective use of factors of production to produce goods and services (Inyang, 2004). Productivity is defined as  the attainment of the highest level of performance with the lowest possible expenditure of resources. It represents the ratio of the quality and quantity of products to the resources utilized. This expression of breakdown on productivity is expressed simply as thus:

Production = Total output/total input which is identical to Total results achieved/total resources consumed or effectiveness/ efficiency.( Patra & Bartaki 2009).

Stup, (2006) says of productivity thus concerned with the overall effectiveness and efficiency of getting things done and the extent of satisfaction and respect by their management which gives a view of how an organization is forming. Cumming (2010) argued that to encourage productivity, the colleges should award prizes of excellence, long service and best skilled worker; that transformational leadership can bring high productivity spirit to establishment since it is supportive, and innovative in nature.

As suggested by Jin (2010) productivity integrate the elements of sensitivity, compassion, innovation and relationship building. He went further to state the benefits of productivity thus:

i)
Increased output or services at lesser resources.

ii)
Higher earnings.

iii)
Ultimate shorter hours of work and improvement in working and living conditions. Productivity is doing more with less and making more from what you have and working rather smarter than harder.

In essence, productivity becomes the attainment of the highest level of performance with the lowest possible result, meaning the sum of all the inputs of basic resources notably labour, capital goods and natural resources.

The Nigerian Employers Consultative Association (NECA) 1991, observes that at the national level, labour productivity translates to what is known as human productivity. It is the type of productivity that affects directly the purchasing power of the population. The term labour productivity implies the ratio of physical amount of output achieved in a given period to the corresponding amount of labour expended. 

The Significance of Productivity 

The importance of productivity to the economic growth of any working environment can hardly be over emphasized. It remains the basic problem of economic progress as it is required at both the early stage of development as well as in the permanent process of reequipping the production just as the key to growth is increased productivity,       

In line with the above, productivity is discussed at levels because 
of its relationship with the standard of living of a people.   

According to Patra & Bartaki (2009) productivity could be attained Using the following;

1.
Leadership Commitment: A continuous improvement approach requires commitment from top management to the lowest workers.

2.
Reward people and give positive reinforcement to drive success: Staff are the key factors to bring in any change. So every establishment should be upright to reward staff at the right time.

3.
Invest in training: Process training development will help the staff to be highly and currently equip to manage his/her office well.

4.
Effective Communication: This is also essential as if binds everything together starting from the top to the lowest rank of staff, ensuring the right information reaches the right people on time. It influences thought feelings and actions in alignment to objectives. It acts as a vital link between all segment of organizational framework.

5.
Focus on benefits: Most offer the organizations leadership team/sponsor are interested in knowing what the outcome of the process improvement effort is and low the solutions can be implemented. Patra, & Bartaki (2009). 

Consultation with administrative staff and their productivity

Consultation refers to the process by which management discusses the development of systems, policies, practices and issues of mutual concern with employees or their representatives. It involves seeking acceptance solutions to problems through a genuine exchange of views and information (Department of Mines and Petroleum, 2009).

     According to Dix and Oxenbridge (2003) consultation involves listening to employees engaging with their observations and suggestions and genuinely considering their views when reaching a final consideration. This implies that employees or their representatives need sufficient time to engage with their workforce as a whole, and to reflect and report on their observations.    Consultation therefore gives the employees to have the opportunity to influence decision making process. It does not just mean managers passing information to employees, but active involvement of employees allows their ideas and opinions to influence decisions.  Consultation is not about reaching agreement at all costs, it is about consulting before one makes the final decision that he or she has the responsibility to make, as a manager (Dix and Oxenbridge 2003).   Consultation should not be mistaken, however it does not remove the right of managers to manage. They must still make the final decision but the views of employees will be sought and considered on issues that affect these employees before decisions are taken also an important principle of consultation is reaching an agreeable outcome on an issue or topic that is satisfactory to all parties and persons, and moves towards a safe and healthier work environment. This consultation has the objectives of bringing employers and employees together who have  vested interest on the issue or proposal at hand.  It aims at involving those affected by the proposal, promote understanding between the affected parties and ensure that the broader views of those affected are taken into account when developing a proposal or working through an issue (Department of Mines & Petroleum, 2009).

Nicholas, Walters and Tasiran (2007) identified a set of preconditions necessary for effective worker representation and consultation. These include;

1)
A strong legislative spirit.

2)
Effective external inspection and control.

3)
Demonstrate senior management commitment and sufficient capacity to adopt and support participative management.

4)
Competent management of hazard and risk evaluation and control.

5)
Effective autonomous worker representation at the workplace and external trade union support.

6)
Communication between worker representatives and their constituencies.        It is observed that whenever consultation in a particular organization is not identified, there is bound to be dispute and conflict in such places, but when consultation is given opportunity to exist then all the workers and even the employer will work without fear because the consultant on trade union will take out what seems to be the problems and solutions shall be considered which will reduce conflict. However, where combinations of above preconditions were found, then study showed that worker representation and consultation made a significant contribution towards improved healthy and safe arrangement, awareness and performance. 
Nicholas, Walters and Tasiran (2007), Dix and Oxenbridge (2003) identified the following as the core features or elements of effective consultation and information at works.

i)
The foundation of successful information and consultation at work is a strong, demonstrable commitment to informing and consulting employees from management and employees representatives.

ii)
It is critical to build agreement around the objectives of information and consultation arrangement.

iii)
The issues addressed by information and consultation mechanisms must be central to the needs of the organization and relevant to the needs of employees.

iv)
Information needs to be clear, timely and provided on a regular basis whenever the feedback is structured.

v)
Effective consultation is built around joint working, involving managers, employee representatives.

vi)
The long – term effectiveness of information and particularly consultation arrangements may be secured through regular review of their coverage scope to issues and processes.

vii)
An appropriate level of training is required to equip managers and representatives with the skills – sets necessary information and consultation. (Dix and Oxenbridge 2003)

Employee consultation is essentially about involving people within an organization so that a greater understanding exists between employer and employee on a specific issues when done well Employee consultation can achieve the following outcome:

i)
Improve organizational performance: Time spend communicating at the outset of a new policy or initiative can minimize subsequent misunderstanding if it had not been communicated.

ii)
Improve management performance and decision making: Allowing employees to express the views can help managers and supervisor arrive at sound decisions that can more readily be accepted by employees as a whole, this may be particularly important at times when new plans equipment, practices or procedures are being introduced and may include exchange of information between employees and design professionals.

iii)
Improve – employees performance and commitments: Employees performance and commitment will improve employees that will perform better if they are given regular accurate information about their jobs such as updated technical institutions, targets, deadlines and feedback. Their commitment is also likely to be enhanced if they know what the organization is trying to achieve and how they can influence decisions.

iv)
Help develop greater trust: discussing issues of common interest and allowing employees an opportunity of expressing their views can engender improved management employee relations.

v)
Increase job satisfaction: Employees are more likely to be motivated if they have a good understanding of their job and how they fit into the organization as a whole, and are actively encouraged to express their views and ideas.

vi)
Consultation with workers – encourage a more flexible working environment. (Pg 13-16)

Employees can help to promote a supportive working  environment to all their staff about developing flexible policies and practices (Department of Mines & Petroleum, 2009).

Besides, (Dix and Oxenbridge2003) are of the view that effective consultation with workers produces many benefits including high performance work system. Effective Consultation leads to high performance and this practice enhances productivity.

Ashton and Sung (2002) noted that what runs through literature is the concern of employers with developing their labour force and making use of practices such as team work, job redesign, employee involvement in decision making, extensive communication and organizational performance.   Ramsay, Scholarious and Harley (2000) posited that there is a link between consultation and organization performance. They noted that because consultation empowers employees, their needs are met by the opportunities and benefits these practice provides, and employees are therefore more likely to take initiative or productive decisions without instruction.

To Ashton (2002), organizational culture that embeds trust should be treated as a precondition for high performance working, their study showed how the presence of communication channels, and efforts to enhance employee involvement, led to high productivity level and growth. They also found that the presence of joint consultative committees (JCCS) had favourable outcomes for economic and industrial relations performance. Similarly, Addison and Belfied (2001) noted that efforts to increase employee involvement had beneficial effects on changes in productivity.


Other benefits of consultation with workers are as follows:

i)
Better quality and more enduring decisions.

ii)
Better employment relations, less resistance and conflict, fewer disputes and better morale.

iii)
More effective change management (Dix and Oxenbridge 2003).


However, Department of Mines and Petroleum (2009) proposed that consultation with employees should be undertaken, so far as is reasonably practiced when doing one or more of the following:

i)
Entering into discussion about safety and health representatives and the election process.

ii)
Making decisions about procedures to consult with employees on safety and health matter

iii)
Identifying or assessing hazards or risks that may harm people.

iv)
Undertaking risk assessment and risk management exercises.

v)
Making decisions on how to control risks that may cause harm.

vi)
Making decisions about the adequacy of facilities for employees welfare.

viii)
Proposing changes to the workplace, plant or equipment, on the work performed at a workplace that may affect the safety and health of employees.                                                     
 

The empirical studies on industrial conflicts and management in Enugu State by Chukwuemeka, E. Ugwu, O. and Joy D (2012) has made it clear to management why workers should be consulted in every tertiary instituitions to check some doubts that may exist within them. Descriptive sampling was adopted, data were also collected, and findings analyzed reported thus; that management scarcely consult with their staff to  know their challenges, that the organization framework for management of conflict and grievances is poor as a result of bad leadership which has resulted in delay of salaries, delay of promotion and strike action in the system. Further recommendations were proffered; that every conflict situation should be resolved through instrumentality of staff consultation and that collective bargaining should not be ruled out since it is the only medium that helps the employees to get what they want for effective work performance. 


Another study is the work title” collective bargaining as strategy for industrial conflict management in Nigeria” by Olufemi, and Olukemi (2010) from Federal College of Education, Okene. The study investigated the strength of central bank as a strategy for industrial harmony. Five (5) groups were randomly sampled in Ibadan, and the use of questionnaire on 100 respondents was adopted.  Data analysis were done mainly by the use of non- parametric statistics which include frequency distribution and percentage values from 5 likert point scale. Finding reveals that frequent eruption of conflict between management staff and their employers in Nigeria can be managed through consultation and collective negotiation. Recommendation was that public and private organizations should encourage regular review of labour agreement and effective employer/employee relation.   

2.4
Effective communication and workers productivity

Communication is the process of transmitting information or message from one person to another and from one location to another (Inyang, 2002).   This implies that in any communication process, there must be understanding which shows the meaning of communication. Inyang, Oden and Esu (2003) define communication as the process by which a sender transmits a message through a medium to a receiver with mutual understanding. The purpose of communication in any organization be it through written, verbal and non – verbal is to facilitate the achievement of co-operate objectives.

Onuoha & Kayode (2000) in their definition of business communication noted that organizational communication involves the information exchange that takes place in an organized business environment, the purposes of informing, inquiring, persuading or stimulating action or extending good will to people. Thus, business communication is carried out to achieve several objectives.

a)
Transmission of orders and instructions.

b)
Facilitation of adequate reporting on how things are going on. This provides information required for decision making and control by management.

c)
To pass on information and advice from specialists to managers in – charge of operations.

d)
To appraise the performance of individual employees, with this, management gathering information about the problems, achievements and prospects of individuals employees on the job.

e)
To advice employees on their progress so that their development and promotion can be furthered within the organization.

f)
To provide information to stakeholders about the progress of the organization through balance sheet, profit or loss statements etc.

g)
To inform middlemen and lower management of the decision of top management and to inform top management about the reaction of employees (Inyang 2004, Inyang, Oden & Esu 2003).(pg 12-13)

The mode of communication or organizational communication takes place in four distinct directions and flows downward, upward, horizontal and diagonal. The downward flow refers to the flow of communication from the superior to the subordinate employee in an organization.   This may be in the form of job instruction on how to perform a task. The upward flow also refers to the flow of information from subordinate employee to superior officer and this could be in the form of progress report on job performance.

The horizontal, lateral or sideward communication is that flow that takes place between people on the same level in the organizational hierarchy. This form promotes co-ordination and teamwork, allows for interaction among peers and provide social and emotional support for employees.

The diagonal communication on the other hand occurs between people who are neither in the same department nor on the same hierarchical level. This form of communication facilitates efficiency (Inyang, 2003).

Productivity is affected by the nature of communication in an organization. The ability of an employee understanding his job and duties depends on quality of communication in the organization, this implies the extent to which an employee understand what is expected of him constitute to a large extent the level of productivity.

James (2004), defines communication as a process of transferring information, ideas, thought and messages which involves the exchange 0f ideas, opinions, attitudes and beliefs between people.

All employees ought to know how they are doing, and how well they are doing. In line with this, managers ought to know how their jobs are related to objectives of management, how the workgroups are affected by job changes and how they can participate in their thinking and also their decision making of the organization. A study carried out by Idowu (2006), on communication and institutional stability revealed that communication is a vital link between employees and management for it is that which enable a manager to apportion what is to be done ,how to be done ,and when to be done. In addition, the effectiveness of managers and indeed the entire organization depends directly on the effectiveness of communication within the organization working groups are held together by their internal communication and co-ordination of groups which is based on communication. Avoidance of conflict between groups and the organization and improvement in productivity requires continuing communication (Inyang, 2004). 

A study titled” impact of business communication on organizational performance in Nigeria tertiary colleges “by Udeghe, and udegbe (2012), tried to investigate the impact of business communication on organization performance in the college. This study using a contextualized and literature- based research instrument to measure the application of the investigation, the survey method and the study sample of 100 staff in the colleges, data obtained were analyzed using descriptive statistics, percentage and t-test analysis.

The finding revealed that effective business communication should be emphasized to a reasonable extent just to put a stop to industrial conflict because it plays a vital role in letting the staff know that their commitment to work is necessary.   

Staff remuneration and administrative staff productivity

For any organization to attract and maintain a workforce. It must adequately pay its employees or personnel, remunerations are usually wages or salaries paid to employees in return for their services. This is a financial agreement between the employer and the employee. While wages are money paid to hourly – rated workers or casual workers, salaries are recompense or money paid to a person at regular interval for performed services.    According to Inyang and Akpama (2002) the aims of staff remuneration include:

i)
To attract, retain and motivate staff by developing and maintaining competitive and equitable salary structure.

ii)
To ensure that a sufficient number of suitable workers are attracted to join the organization.

iii)
To develop and maintain a logical salary structure which achieves equity in pay for jobs or similar responsibilities and consistency in the differentials between jobs in accordance with their relative value.

iv)
To ensure that remuneration levels match market rates.

v)
To keep the remuneration levels adjusted in line with increase in the cost of living as far as government anti-inflationary policies allow.

vi)
To achieve simplicity in operation as an aid to staff understanding and to minimize administrative efforts.

vii)
To operate effective system of controlling salary costs and the administrative procedure involved. (Akpama 2002)

The motivational theories have indicated that majority workers are motivated to achieve productivity when paid higher wages. For example Maslows theory of needs which attempt to satisfy the basic needs of man before going ahead to satisfy other needs chronologically. Price (2004) has noted that there is a relationship between remuneration and productivity and observed that due to this relationship, employers are fashioning remuneration towards the development of performance related pay scheme. Simplistically, it seems only fair that people should be paid according to their contribution and a member of studies indicate that most people in business agree with this.   Furthermore, Price (2004) explained that by emphasizing the importance of efficiency and effective job performance, employers can benefit from higher productivity. Higher pay can be targeted at the better performance, encouraging them to stay with the company and continue to perform to a high standard. High performing and good employees benefit from extra pay in return for extra quality of performance. This implies that properly directed pay can reinforce appropriate behaviour, focusing effort on organizational targets and encouraging a result – based culture.

The National Economic Trends (2007) adumbrates that increase in real wages that is, wages adjusted for changes in consumer prices reflect increase in labour productivity. Although this does not happen in all cases, economists agree widely that there is a significant positive relationship between wages or remuneration and labour productivity. This has caused researchers to begin to tie pay to performance to enable them see the relationship between wages and performance/ productivity.    It is however observed that productivity acceleration has been accompanied by important changes in the way businesses compensate their employees of particular importance is the increased use of variable pay, that is, compensation tied to the performance of individual employees or to the businesses overall performing including end-of-year bonuses, cash a wards, profit sharing and stock options (National Economic Trends, 2007).

More so, Inyang & Akpama (2002) posited that determining the overall wages and salary policy whether to pay high wages, average below average is a difficult task but these factors are often considered:

i)
Comparable wages – prevailing pay obtainable in other organizations. 

ii)
Financial ability to pay – this depends on company’s profitability.

iii)
The cost of living wages that keep pace with rising consumer prices in the market.

iv)
Productivity – Wages paid should bear a relationship to productivity. Higher productivity makes it possible for high wage levels to prevail.

v)
Bargaining power – wages, depend on the ability of unions to bargain for high wages.

It should be noted that any of the method adopted  is to provide   employee with the avenue to achieve and improve in productivity. A study conducted by Ibrahim, Mohammed, (2007) on a topic “motivation and job performance of academic staff of state universities in Nigeria. They tried reasonably to investigate the relationship between of some workers with incentives and those without to see which of the two set attain highest workers productivity. The study adopted a survey research design with organizational commitment questionnaire for 141 (64%) workers who were randomly selected and the finding revealed a sign of  sincere commitment to work because of remuneration package that was assigned for them than those without any incentives .Therefore, it was recommended that management of any organization must ensure promotion, increased salary/wages. payment of leave benefits, career development and in-service training to their workers. and must significantly implemented for workers to ensure workers retention and hospitality in the place of work.  

Staff training and administrative staff productivity

It is one thing to recruit, select and place employees on jobs, it is another for them to discharge their responsibilities effectively. An employee may have the basic qualifications needed for a job, but he may not have the necessary skills and experience to perform effectively. This is why most organizations spend time, effort and resources to train their employees. Employee productivity is a function of ability, will and situational factors. Organizations may have employers with the ability and determination, with appropriate equipment and managerial support yet productivity falls below expected standards. The missing factor in many cases is the lack of adequate skills and knowledge which are acquired through training and development (Adeniyi, 2011).

Nwachukwu (2004) defined training as organizational effort aimed at helping an employee to acquire basic skills required for the efficient execution of the functions for which he was hired.       Similarly, Messenger (2004) defined training as educating technical and operational employees on how to do their current jobs well. The two scholar by name Holton and Baldwin (2000) seem to agree with each other on the opinion that to enhance job performance, training skills and behaviours have to be applied to the office work no matter the kind of work it may be. Even Kelloway, et al (2000), supported the fact by saying that it is only through training scheme that workers develop fast to achieve good performance for further organizational goals. He also suggested that training and counseling  can bring transformation in an organization as a whole.       Williams (2003) has also defined training as an organized procedure by which people learn knowledge and or skills for definite purpose.   To Cole (2002), training is a learning process whereby people acquire skills, concepts, attitudes or knowledge to aid in the achievement of organizational goals, it is a short fall in terms of employees knowledge, skills, attitude against what is required by the job, or the demand of the organizational change. (Messenger,2004) see training as a planned effort by an organization to facilitate the learning of job – related knowledge and skills by its employee to improve employees performance and further organizational goals.

Training (formal or informal) is a planned activity to provide necessary skills or improve existing ones (Umoh, 2001). From the foregoing plethora of definitions however, training could be seen as any planned learning activity directed towards helping employees in organizations acquire specific skills, knowledge and attitudes needed for carrying out a job or task to achieve organization productivity.

Cole (2002) asserted that there are certain conditions that will serve as pointers to the need for training. These symptoms manifest themselves in a variety of ways. The most common ones are lack of interest, in one’s job, negative attitude to work, low productivity excessive absenteeism, excessive complaints, high regrets or low quality output, high incidence of accidents and insubordination. When an organization starts experiencing some of these warning signs, it should consider training. Training is cost intensive not only in terms of financial involvement but also in terms of time cost in productive work by the trainees. The benefits however outweigh the cost. Williams (2006) identified reasons why organizations carry out training. These include;

i)
Increased productivity – a well trained employee is capable of producing more than an untrained employee of equal physical ability. The success or failure of an organization depends on employees productivity.

ii)
Lower turnover rate – an employee who is incapable of producing is frustrated by failure and is more likely to abandon his work than those who are capable of producing.

iii)
Higher morale – a man who is trained has confidence in his ability to perform. He believes that he has control of his environment and is equipped to tolerate occasional disappointment, frustrations and inconveniences.

iv)
Better co-ordination – training helps in the co-ordination of men and materials. Employees are taught company expectations and objectives during the training programme and this makes coordination easy.    From the above discussion, the benefits of training are obvious and cannot be over emphasized. Agulanna and Awiyo (2005) highlighted the benefits of training to include: improvement of individuals, team and corporate performance in terms of quality, quantity, output, speed and general productivity; reduces learning costs, provides higher levels of service to customers and increases the commitment of employees to the organization by making them identify with the mission and objectives of the organization. Training attracts high quality candidates by offering them learning and development opportunities. while Other benefits include: enhanced workers level of competence and skills leading to more job satisfaction, increased  range of skills possessed by employees leading to operational flexibility,  positive culture on the organization which could be a culture of high quality service to customers or a culture of high productivity; training increases the morale of employees, reduces labour turnover, prepares  employees for promotion and higher responsibilities. Furthermore, training improves interpersonal communication, teamwork and leadership, prevents skills obsolescence, improves organizational climate, lowers the number and cost of accident (Etuk 1991).

The impact of training on productivity has been identified. Konings and Vanormelingen (2010) posit that training has a positive impact on productivity and wages. The marginal product of a trained worker is on average 23% higher than that of an untrained worker while wages only increase with 12% in response to training and the difference is statistically significant. 

Among the different manufacturing sectors, largest productivity gains can be found in the chemicals, rubber and plastic industries.   Ajao (2001) says that acquisition of skill by trainees determines the present and future relevance of such staff in an organization, pointing out that trainee workers are assets to any organization.

Soyinka and Omagbeni (2005) assert that training of staff in Olabisi Onabanjo University library, Ogun State has led to effective library services that complement the teaching and learning in the University. Furthermore, the University library is an academic arm of the University, and the librarians are scholars and teachers who must not only manage information and make it available to the students to aid their teaching and learning but also contribute knowledge; hence, the library management is interested in staff training and development.

Besides, Soyinka and Omagbemi (2005) noted that one of the staff members employed as library assistants are today college librarians in Federal Colleges of Education; some are principal and senior librarians. Ajao (2001) noted that trained workers are assets to any organizations that employ them. Training programme will improve employee skills enhanced productivity as well as job security (Uzorh, 2002).

Similarly Jatto (2005) says that training has great impact on staff who take advantage of the opportunity and lead to achievement of organizational goals. Iboma (2008) is of the opinion that effective training can change the entire view of workers in an organization and make the firm more productive as new skills and attitudes are developed by workers.

In a study titled” impact of training and development on employees productivity in First Bank of Nigeria plc” by Awodunmila,  in (2006).examined the impact of training and development on employee productivity using First bank of Nigeria plc as a case study.

The problem of the study here was the failure of embarking on training and development for their employees against the general believes of lack of fund. The objective of the study was to determine whether training can be associated with improved profitability and to determine the effect of training on staff. The researcher uses questionnaire to collect the data from forty (40) staff of the bank, percentages were employed to analyze the data collected. The hypotheses formulated were tested using chi-square test. The results revealed that first bank staff maintain good rapport with its employees, it confirms that in-service intensive training in organization should be encouraged. An investigation was also carried out on conflict management strategies on workers to know if really it has any impact on workers productivity. At the end of the session, a total of 416 responses were retrieved for the study using stratified sampling technique and the findings showed that in service-training which is one of the strategies in conflict management has a great impact on workers productivity (Shadare, 2010).                  




Workers participation in decision making and productivity

One of the greatest underlying factors in the success or failure of any organization is the power of its people, and how well that power is focused towards meeting the organization objectives. When an organization truly wants to create a positive work environment that is based on trust, exceptional customer, service, collaborative teamwork, operational excellence and creative problem solving, then the leadership team must begin to understand, invest in, and be responsive to the needs of the group that represents the organization. The return on such nominal investments, will come in the form of higher levels of employee motivation, creativity, productivity, and commitment that will move the organization forward with greater profitability. A fundamental total quality management precept is that employees must be involved and empowered (Apostolou, 2000).

Employee involvement in decision making sometimes referred to as participative decision making is concerned with shared decision making in the work situation (Kalye & Sulaimon, 2011). Employee participation is generally defined as a process in which influence is shared among individuals who are otherwise hierarchically unequal (Bhatti & et al 2007).

According to Noah (2008) it is a special form of delegation in which the subordinate gain greater control, greater freedom of choice with respect to bridging the communication gap between the management and the workers. It refers to the degree of employee’s involvement in a firm’s strategic planning activities.

Carmelli, and Halevi. M (2003) are considered to be the pioneers in studying employee participation in the workplace. They developed the productivity and efficiency rationale, assuming that there is a direct link between employee’s involvement in decision – making and work outcomes such as the increase of job satisfaction and productivity, Participation in decision – making can satisfy employee’s self – actualization needs and by doing so, increase employees motivation and job performance.

Though these early theoretical contributions on participation were vital, they were not taken seriously until the mid – 1980s when major works such as (Lawler in Bhatti 2007) listed some significant impact on both academic and business circles (Bhatti 2007).

Another line of enquiring on participative decision making is focused on its impact on organizational outcomes such as organization performance and work outcomes, including job satisfaction. Participation management is known by many names including shared leadership, employee empowerment, employee involvement, open book management on industrial democracy. Carmelli, Halevi (2009)

According to (Bhatti 2007) the best way to improve productivity in modern organizations is by striving for the shared goals of employees and managers i.e by allowing worker input in developing the mission statement, establishing policies and procedures, etc; One can improve communication and increase morale and satisfaction. A firm can have high or low degree of employee involvement. A high degree of involvement (deep employee involvement or participation in decision making) means that all categories of employees are involved in the planning process. Conversely, a low degree of participation (shallow employee involvement in decision making) indicates a fairy exclusive planning process which involves the top management only. A deep employee involvement in decision making allows the influence of the frontline employees in the planning process.

There is an assumption held by Steinheider, Wuestewald,(2006) that if employees are adequately informed about matters concerning them and are afforded the opportunity to make decisions relevant to their work, then there will be benefits for both the organization and the individual (Li, Tse & Gu,2006).                                
                                                          
A study of workers participation in management decision making within selected establishments in Lagos by Noah, (2008) investigated  the level of decision making by staff of Lagos State teaching hospitals.  The  study involved a survey total number of 217 non management workers drawn from Lagos state teaching hospital, Lagos. The technique adopted was in-depth interview schedule while chi-square was used to analyze the data for the study, The finding shows that employees in both organization demonstrate a high level of interest in participation in the decision making process within respective work places. The study revealed a growing desire of non- management employees in the Nigeria work environment to exercise greater involvement in the decision making if only the establishment would give room for their contributions. 
    The current study by Grawitch,  Leadford, Ballard, and Barber.(2003) title “Leading the Healthy workplace” explored the relationship between employee satisfaction with different workplace involvement which is work life balance, safety and employee outcomes. A total of 152 universities staff completed a web-survey, and over all regression results indicated that satisfaction with employee involvement played a central role in predicting employee outcomes. The result suggest that organizations should increase some of the benefits of different healthy workplace programs for employee decisions in developing the organization.

2.8
Summary of literature review

In these days of widespread interest in the high productivity in an organization, there is need to introduce different measures of conflict management. In the light of the reviewed literature, it was observed that management visibility can generate a feeling of warmth and belonging among employees while management invisibility is dangerous and may provoke rebellion in the organization which will hinder effective work performance. Consultation with workers implies that the employers are usually there to hear the request of the employees after which they may decide to grant only a part of what was requested after much consultation. Communication, as a cordial interaction between the employers and employees will create a conducive atmosphere for the attainment of organizational goals.

On staff remuneration, the primary task of every manager is to have an organization that function effectively. To do this, the subordinates or the workers must work efficiently and produce resources that are beneficial to the organization which in turn, the workers must be motivated in some form so that they can put in their best in order to increase productivity.  Training the staff implies the acquisition of skills for better job performance, therefore any staff who is highly trained will do effectively better than one who is not and; this will strengthen the organizational culture by developing understanding of ways to do things. 

Lastly, the workers participation in decision making in organization implies the contribution of employees in the management of the organization. Decision making is that thinking which results in the choice among alternative course of action.

CHAPTER THREE

RESEARCH METHODOLOGY


This chapter describes the methodology adopted in carrying out the research study, it is presented under the following sub-headings:

Research design

Study area

Population of the study 

Sampling procedure

Sample 

Instrumentation 

3.6.1
Validity of the instrument 

3.6.2 Reliability of the instrument

3.7
Procedure for data collection 

3.8
Data preparation and scoring 

3.9
Procedure for data analysis 

3.10
Operational definition of variables

3.1
Research design


The design adopted in this study is ex-post - facto design. According to Isangedighi, Joshua, Asim, and Ekuri (2004), The ex-post facto research basically studies event after they have occurred.   This method was preferred because there is no manipulation or control of the independent variables since the manifestations had already occurred.  

3.2
Study area

The study area is Cross River State. Cross River State is one of the 36 states in Nigeria. It is situated in the South East part of the country and bounded to the North by Benue State to the West by Ebony and Abia States, on the East by the Cameroons and to the South by Akwa Ibom State and the Atlantic Ocean.    The state has eighteen (18) Local Government Areas and the tertiary institutions that fall within Cross River State are College of Education Akamkpa; School of Nursing and Midwifery, Itigidi; Federal College of Education, Obudu; Cross River State University of Technology, Calabar; University of Calabar, Calabar and College of Health Technology Calabar etc.

Cross River State has a population of 2,892,988 (2000 Census)  7o.50’ east of the Greenwich meridian to 9o.28’ west of Greenwich meridian and latitude 5o.32’ south of the equator. The climate of Cross River State is pleasant and conducive to the dense population and commercial activities with a humid tropical climate (1300 -3000mm rainfall, 30 oc annual temperature), except on the Obudu Plateau where the climates is sub-temperate with temperature of  15 0c– 23 0c. The vegetations range from mangrove swamps through rainforest to derived savannah and montane parkland.     The culture of the different groups in the state bear similarities, each rhythm and dance expresses the inner feelings of the people which relate to particular events, festivals or simply their way of life. Cross River State economy is predominately agricultural and it is sub-divided into two sectors; the public and private sectors. The private sector is dominated by local subsistence farmers while the public sector is run by the government and features large plantations and demonstration farms. The main crops are cassava, yam, rice, plantain, banana, cocoyam, maize, cocoa, rubber, groundnut and palm produce.     Cross River State accord prime position to education and considers it a pivot for sustainable development, job creation and eradication of poverty. The ministry of education has the responsibility of formulating policies of education and providing leadership and strategic directions for development of education within the state. It seeks to meet the educational needs of people by establishing and rehabilitating schools in the state, and the employment of teachers into the service. There are 1021 primary schools; 232 secondary schools; 18 technical colleges; 2 universities; 2 colleges of education; 3 special education centers; 240 adult literacy centers; 3 state libraries; 1 college of health technology; all to cater for the education needs of the state. Government places emphasis on fish farming as a measure to diversify its economy even though major livestock in the state are cattle, goat and sheep. (Brief history of Cross River State University Technology CRUTECH 2014)

Population of the study 

The population of this study comprised all the administrative staff of the 6 tertiary institutions in Cross River State. There are six tertiary institutions in Cross River State with an administrative staff population of seven thousands eight hundred and sixteen staff (7,816). (Senior establishment divisions.)


However, a breakdown of the administrative staff population in the six institutions is as shown in Table 1.

                                    TABLE 1

Population distribution of Administrative staff of tertiary institutions in the study area 

	S/

N       
	Name of Institutions in the study
	Institutions  

 Location
	Ownership

State/Federal
	No of Admin staff

	1


	Federal College of Education
	Obudu
	Federal
	1,013

	2
	Cross River University of Technology 
	Calabar
	State
	810

	3
	University of Calabar
	Calabar
	Federal
	4,510

	4
	College of Health Technology
	Calabar
	State
	91

	5
	School of Nursing and Midwifery
	Itigidi
	State
	1,314

	6
	College of Education
	Akamkpa
	State
	78

	 
	Total
	
	
	7,816

	
	
	
	
	


Source: Senior establishment division / Registry of the various institutions,     

            January 2013

Sampling technique

The sampling technique adopted for the study was multi –staged sampling. The first stage of the sampling was purposive, this was for the selection of the tertiary schools to ensure that the three senatorial  zones of the state were represented. Using this procedure, the only available tertiary institution in the north and central respectively  were purposively selected while university of Calabar, Calabar (Unical) was randomly selected from the four tertiary institutions in the southern senatorial district.  The second stage adopted the stratified sampling technique. At this stage the three institutions were stratified based on departments (for the college of education obudu and school of midwifery itigidi) and divisions (for the university of Calabar) since the administrative staff of the university of Calabar are grouped into divisions notwithstanding the fact that the staff also serve in the faculties. In the third and final stage, the  proportionate sampling techniques was adopted to select the 204 respondents used for the study, 3% served as the benchmark for the selection of respondents from each institutions. Since the sample chosen was too large the researcher decided to take a representative proportion of 6,837 which gave 204 as sample size and this was to ensure proportionately representation according to the size in the school.                   

3.5
Sample 

The sample for this study comprised  two hundred and four (204) administrative staff which was selected from the entire administrative enrolment of six thousand eight hundred and thirty seven (6,837) using multi-staged sampling techniques. This figure (6,837) represent 3% of population sample distribution of administrative staff as drawn from the three selected tertiary institutions as shown on table 2.  

TABLE 2

                     Distribution of the study sample.

	

	S/N
	Name of tertiary Institutions
	No. of Administrative Staff
	No. for Sampling

	1.
	University of Calabar, Calabar
	4,510
	135

	2.
	Federal College of Education Obudu 
	1013
	30

	3.
	School of Nursing and midwifery Itigidi
	      1314
	39

	
	Total sampled 
	6837
	         204

	
	
	
	


Source; Senior establishment division / Registry of the various institutions, 2013

3.6
Instrumentation 

 The instrument for data collection for this study is a modified likert type questionnaire. It was constructed by the researcher under a close supervision and guidance of the researcher supervisor.  The questionnaire consisted of three sections; A, B and C with the total number of 40 items.

Section A is designed to collect the respondents personal and demographic data such as sex, age, working experience, marital status and educational qualifications and type of institutions where he/she is working.

Section B is designed to gather information concerned with conflict management effectiveness and administrative staff productivity with the total number of 30 items base on the variables in the study while ten 10 items in section c were designed as indices of productivity, each item requires the respondents to indicate the agreement of his/her opinion. The responses to each item on section B was on a four point modified  likert scale.

SA
- Strongly Agree

A
- Agree

D
- Disagree 

SD
- Strongly Disagree

3.6.1
Validity of the instrument 


Validity is the ability of the instrument to measure what it purports to measure. In order to ensure its face validity, the items in the instrument were vetted and approved as being able to measure variables by (5) experts from test and measurement department. 

3.6.2
 Reliability of the instrument


To determine the reliability of the instrument, the researcher conducted a trial test on 40 administrative staff of Cross River University of Technology. That was to avoid using subjects earmarked for the main study in the trial test. 


The researcher adopted the split-half reliability estimate method for internal consistency in testing the reliability of the instrument so the questionnaire was administered to the subjects once. The 40 questionnaire were accordingly scored and prepared for analysis using the split-half procedures and  by so doing, the item scores for each respondent were split halved such that all odd number items were on one half and all even number items were on the other  half. The scores on each half per respondent were aggregated such that each respondent had a pair of scores then those pair of scores were then correlated using Pearson Product Moment Correlation Coefficient Analysis.  The coefficient of correlation (rxx) for each subscales was then subjected to Spearman Brown Prophecy formula to obtain the reliability estimates (rtt). Result of the estimates are presented in Table 3

                                              TABLE 3

Summary of split-half reliability estimates for the sub-scales of the research instrument.  

	

	S/N
	Variables
	Split

Half
	No of

items
	_

X
	SD
	rxx
	rtt

	1.
	Conflict Management through consultation.
	Odd

Even
	3

3
	9.61

9.43
	1.83

1.76
	0.59
	0.74

	2.
	Conflict Management through communication.
	Odd

Even
	3

3
	8.96

8.92
	1.50

1.53
	0.63
	0.77

	3.
	Conflict Management through staff remuneration.
	Odd

Even
	3

3
	8.74

8.93
	1.44

1.61
	0.60
	0.75

	4.
	Conflict Management through staff training.
	Odd

Even
	3

3
	9.22

9.18
	1.77

1.70
	0.56
	0.72

	5.
	Conflict Management through staff participation in decision making.
	Odd

Even


	3

3


	8.27

8.54


	1.59

1.42


	0.66
	0.80

	  6
	Administrative  staff

 Productivity
	Odd

Even
	    5

    5
	15.11

15.23
	3.17

 3.26
	0.71
	0.83


3.7
Procedure for data collection 


The different heads of departments assisted in administering  questionnaire  to two hundred and four (204) staff of the sampled institutions. The respondents were informed of the exercise and the essence of giving objective responses to the items. They were also told to give honest and objective responses as the information obtained would be treated with all amount of confidentiality and be used only for research purpose. 

3.8
Data preparation and scoring 


In order to prepare the collected data for statistical analysis, a key was developed by the researcher by which all the information received were scored and coded. Items on the questionnaire were classified according to the variables they were designed to measures.


Score sheets for recording all the scores were provided and the scores were entered. Scoring of the questionnaire items done on a four – point likert scale ranging from Strongly Agree (SA) to Strongly Disagree (SD).


The following scoring format was adopted for each of the items. Items that were positively worded are to be scored as follows:

Strongly Agree
(SA)  - 4 points 

Agree


(A) 
- 3 points 

Disagree

(D)
- 2 points

Strongly Disagree (SD)
- 1 point

While items that are negatively worded are scored on a reverse order as follows:

Strongly Agree      
(SA) 

- 1 points 

Agree
 
         
(A)

- 2 points 

Disagree

 
(D)

- 3 points

Strongly Disagree

(SD)

- 4 point

3.9
Procedure for data analysis 


Data analysis was carried out hypothesis by hypothesis;

Hypothesis one:

There is no significant relationship between effective consultation and administrative staff  productivity.

Independent variable: Effective consultation 

Dependent variable:   Administrative Staff productivity.  

Test statistics: Pearson Products Moment Correlation Coefficient Analysis

Hypothesis two:

There is no significant relationship between effective communication on administrative staff productivity.

Independent variable: Effective communication .

Dependent variable:  Administrative Staff productivity.

Test statistics: Pearson Products Moment Correlation Coefficient Analysis

Hypothesis three:


There is no significant relationship between staff remuneration and administrative productivity.

Independent variable:
Conflict management through staff 





remuneration.

Dependent variable:  Administrative Staff productivity.

Test statistics: Pearson Products Moment Correlation Coefficient Analysis

Hypothesis four:

There is no significant relationship between periodic staff training and administrative staff productivity.  

Independent variable:  Periodic staff training with workers

Dependent variable:  Administrative Staff  productivity.

Test statistics:  Pearson Products Moment Correlation Coefficient Analysis 

Hypothesis five:

There is no significant relationship between effective participation in decision making and administrative staff productivity.

Independence variable: Effective participation in decision making.  Dependent variable: Administrative Staff productivity

Test statistics:   Pearson Products Moment Correlation Coefficient Analysis

3.10
Operational definition of variables

i)
Consultation: This is a process whereby the management discusses the development of policies of mutual concern with employees before taking the final decisions.

This is measured with items 1-6 on the instrument.

ii)
Productivity: This refers to the ratio of physical amount of output achieved in a given period to the physical volume of output expended.

This measured with item 31-40 on the instrument.

iii)
Participation in decision making: This is the involvement of employees in the decision making process in the organization.

This is measured with item 25-30 on the instrument.

iv)  
Staff training: These is a training that employee is getting from 
his organization in order to acquire more skills for better job 
performance.

This is measured with items 19-24

V) 
Effective communication: Communication is the vehicle through 
which the basic management functions are carried out. The 
ability to communicate effectively is a fundamental skill essential 
to the growth of a healthy organization.

This is measured with items 7-12

VI) 
Staff Remuneration: in line with the passage, remuneration are 
usually wages or salaries paid to employees in return for their 
services which also includes allowances and benefits. 

         This is measured with items 13-18.

                                        CHAPTER FOUR

RESULT AND DISCUSSION


The results of the data analysis carried out on the data gathered for the study are presented in this chapter. The findings that emerged and the discussion of those findings are presented also. The presentation was done hypothesis by hypothesis.

4.1
General description of variables 


The main independent variables for this study are:

Consultation

Communication

Staff remuneration

Staff training

Participation in decision making 


The main dependent variable is administrative staff productivity. The mean and standard deviation of the major variables are calculated and presented as shown below. A total sample of two hundred and four (204) respondents was used for the study.

                                               TABLE 4

General description of the research variables

	Variables
	X
	SD

	Consultation.
	21.93
	
1.12

	Communication.
	21.05
	
1.89

	Staff remuneration.
	20.46
	
2.21

	Staff training.
	21.35
	
1.58

	Participation in decision making.
	19.97
	
2.26

	Administrative  staff

 Productivity
	34.34
	
3.61


4. 2       Presentation of results


In this section, each of the study hypothesis is re-stated in the null form. The result of data analysis carried out to test it is presented. Each hypothesis was tested at .05 level of significance.

4.2.1
  Hypothesis one


This null hypothesis was tested using Pearson Product Moment Correlation Coefficient Analysis. The result of the analysis is presented on table 5.  

                                        TABLE 5

Pearson product moment correlation analysis to determine the relationship between effective consultation and administrative staff productivity (N=204)

	
	∑x
	∑x2
	
	

	Variables
	∑y
	∑y2
	∑xy
	r-value

	 Effective consultation
	4473
	16342               
	
	

	
	
	
	197125
	  0.36*

	Administrative staff productivity
	7005
	25461
	
	


*Significant at .05 level, critical r = .138, df = 202

The result in Table 5 reveals that the calculated r-value of 0.36 is higher than the critical r-value of 0.138 at .05 level of significance with 202 degree of freedom. With this result the null hypothesis was rejected. This result therefore means that effective consultation has a significant relationship with administrative staff productivity.

4.2.2
  Hypothesis two                                                                 
 
The null hypothesis was tested using Pearson Product Moment Correlation Coefficient Analysis. The result of the analysis is presented on table 6.  

TABLE 6

Pearson product moment correlation analysis to determine the relationship between effective communication and administrative staff productivity (N=204)

	
	∑x
	∑x2
	
	

	Variables
	∑y
	∑y2
	∑xy
	r-value

	 Effective communication
	4294
	1626             3
	
	

	
	
	
	197092
	  0.39*

	Administrative staff productivity
	7005
	25461
	
	


*Significant at .05 level, critical r = .138, df = 202

The result in Table 6 reveals that the calculated r-value of 0.36 is higher than the critical r-value of 0.138 at .05 level of significance with 202 degree of freedom. With this result the null hypothesis was rejected. This result therefore means that effective communication has a significant relationship with administrative staff productivity.

    4.2.4
  Hypothesis Three


The null hypothesis was tested using Pearson Product Moment Correlation Coefficient Analysis. The result of the analysis is presented on table 7.  

                                                TABLE 7

Pearson product moment correlation analysis to determine the relationship between effective staff remuneration and administrative staff productivity (N=204)

	
	∑x
	∑x2
	
	

	Variables
	∑y
	∑y2
	∑xy
	r-value

	 Effective remuneration
	4174
	1486             4
	
	

	
	
	
	195832
	  0.43*

	Administrative staff productivity
	7005
	25461
	
	


*Significant at .05 level, critical r = .138, df = 202

The result in Table 7 reveals that the calculated r-value of 0.36 is higher than the critical r-value of 0.138 at .05 level of significance with 202 degree of freedom. With this result the null hypothesis was rejected. This result therefore means that effective staff remuneration has a significant relationship with administrative staff productivity.

4.2.4
Hypothesis four

The null hypothesis was tested using Pearson Product Moment Correlation Coefficient Analysis. The result of the analysis is presented on table 8.  

TABLE 8

Pearson product moment correlation analysis to determine the relationship between effective in-service training and administrative staff productivity (N=204)

	
	∑x
	∑x2
	
	

	Variables
	∑y
	∑y2
	∑xy
	r-value

	 Effective in-service training
	4392
	1623             
	
	

	
	
	
	197463
	  0.36*

	Administrative staff productivity
	7005
	25461
	
	


*Significant at .05 level, critical r = .138, df = 202

The result in Table 8 reveals that the calculated r-value of 0.36 is higher than the critical r-value of 0.138 at .05 level of significance with 202 degree of freedom. With this result the null hypothesis was rejected. This result therefore means that effective in-service training  has a significant relationship with administrative staff productivity.

4.2.5
  Hypothesis five

The null hypothesis was tested using Pearson Product Moment Correlation Coefficient Analysis. The result of the analysis is presented on table 9.  

TABLE 9

Pearson product moment correlation analysis of the relationship between workers’ participation in decision making and administrative staff productivity (N=204)

	
	∑x
	∑x2
	
	

	Variables
	∑y
	∑y2
	∑xy
	r-value

	 Workers’ participation in decision making
	4074
	12867
	
	

	
	
	
	189674
	0.41*

	Administrative staff productivity
	7005
	25461
	
	


*Significant at .05 level, critical r = .138, df = 202

The result in Table 9 reveals that the calculated r-value of 0.36 is higher than the critical r-value of 0.138 at .05 level of significance with 202 degree of freedom. With this result the null hypothesis was rejected. This result therefore means that workers participation in decision making has a significant relationship with administrative staff productivity.

4.3
Discussion of findings


This section is primary concerned with the discussion of findings that emerged from the results of the analysis. The discussion is presented according to the variables of the study.

4.3.1
Effective consultation and administrative staff productivity 


The result of this hypothesis revealed that effective consultation significantly relate to administrative staff productivity. The finding of this hypothesis is in line with the view of  Dix and Oxenbridge (2003) who noted that consultation involves listening to employees engaging with their observations and suggestions and genuinely considering their views when reaching a final consideration. This implies that employees or their representatives need sufficient time to engage with their workforce as a whole, and to reflect and report on their observations.
Consideration therefore engages the employees to have the opportunity to influence decision making process. It does not just mean managers passing information to employees, but active involvement of employees allows their ideas and opinions to influence decisions.


Consultation is not about reaching agreement at all cost, it is about consulting before one makes the final decision that he or she has the responsibility to make, as a manager. Consultation should not be mistaken; however it does not remove the right of managers to manage. They must still make the final decision but also put in consideration the views of employees which will be sought and considered on issues that affect these them before decisions are taken. It aims to involve those affected by the proposal, promote understanding between the affected parties and ensure that the broader views of those affected are taken into account when developing a proposal or working through an issue. It is observed that whenever consultation in a particular organization is not identified, then there is bound to be dispute, conflict in such places, but when consultation is given opportunity to exist then all the workers and even the employee will work without fear because the consultant on trade union will take out what seems to be the problems and solutions shall be considered which will reduce conflict or even stop it at that point in time in that organization. However, where combinations of above preconditions were found, then study showed that workers representation and consultation made a significant contribution to improved health and safety arrangement, awareness and performance. 

Dix (2003) also stated that effective consultation with workers produces many benefits including leading to high performance work system. Consultation leads to high performance and this practice relates to productivity. Ramsay, Scholarious & Harley (2000) also noted that because consultation empower employees, their needs are met by the opportunities and benefits these practice provides, and employees are therefore more likely to use their initiatives and take production decisions without instruction.

4.3.2
Effective communication and administrative staff productivity 


The result of this hypothesis indicated that effective communication significantly relate to administrative staff productivity. The finding of this hypothesis is in agreement with the view of  Onuoha & Kayode (2000) who noted that organizational communication involves the information exchange that takes place in an organized business environment, the purposes of informing, inquiring, persuading or stimulating action or extending good will to people. Communication is the process of transmitting information or message on one person to another and from one location to another. This implies that in any communication process, there must be understanding which shows the meaning of communication. The purpose of communication in organization be it through written, verbal and non – verbal is to facilitate the achievement of co-operate objectives.

The mode of communication or organizational communication takes place in four distinct directions or flows downward, upward, horizontal and diagonal. The down flow refers to the flow of communication from the superior to the subordinate employee in an organization. This may be in the form of job instruction on how to perform a task. The upward flow also refers to the flow of information from subordinates employee to superior officer and this could be in the form of progress report on job performance.

Productivity is affected by the nature of communication in organization. The ability of an employee understanding his job and duties depends on quality of communication in the organization, this implies that to which an employee understand what is expected of him constitute to a large extent the level of productivity. All employees ought to know how they are doing, and how well they are doing. In line with this, managers ought to know how their jobs are related to objectives of management, how the workgroups are affected by job changes and how they can participate in their thinking and also their decision making of the organization. In addition, the effectiveness of managers and indeed the entire organization depends directly on the effectiveness of communication within the organization. Working groups are held together by their internal communication and co-ordination of groups which is based on communication. The finding is also in line with the view of Inyang (2004) who revealed that effective business communication is emphasized to a reasonable extent just to put a stop to industrial conflict and it was recommended that effective communication should not be rolled out because it plays a vital role in letting the staff knows that their commitment to work is necessary.   

4.3.3
Effective remuneration and administrative staff productivity 


The result of the third hypothesis showed that effective remuneration significantly relate to administrative staff productivity. The finding is in line with the view of Price (2004) who noted that there is a relationship between remuneration and productivity and observed that due to this relationship, employers are fashioning remuneration towards the development of performance related pay scheme. Simplistically, it seems only fair that people should be paid according to their contribution. He went further to explained that by emphasizing the importance of efficiency and effective job performance, employers can benefit from higher productivity. Higher pay can be targeted at the better performance, encouraging them to stay with the company and continue to perform to a high standard. High performing and good employees benefit from extra pay in return for extra quality of performance. This implies that properly directed pay can reinforce appropriate behaviour, focusing effort on organizational targets and encouraging a result – based culture.

The National Economic Trends (2007) also noted that increase in real wages that is, wages adjusted for changes in consumer prices reflect increase in labour productivity. Although this does not happen in all cases, economists agree widely that there is a significant positive relationship between wages or remuneration and labour productivity. This has caused researchers to begin to tie pay to performance to enable them see the relationship between wages and performance/ productivity. It is however observed that productivity acceleration has been accompanied by important changes in the way businesses compensate their employees, of particular importance is the increased use of variable pay, that is, compensation tied without  performance of individual employees or to the businesses overall performing including end-of-year bonuses, cash a wards, profit sharing and stock options.

4.3.4
Effective in-service training and administrative staff productivity 


The result of this study revealed that effective in-service training significantly relate to administrative staff productivity. Here the findings of the study is in agreement with the view of Agulana and Awiyo (2005) who observed that training improved an individual, team and corporate performance in terms of quality, quantity, output, speed and general productivity; reduces learning costs, provides higher levels of service to customers. It  increases the commitment of employees to the organization by making them identify with the mission and objectives of the organization; training attracts high quality candidates by offering them learning and development opportunities.      Other benefits include: enhanced, workers level of competence and skills leading to more job satisfaction, increases the range of skills possessed by employees leading to operational flexibility, helps to develop a positive culture on the organization which could be a culture of high quality service to customers or a culture of high productivity, training increases the morale of employees reduces labour turnover, prepares also employees for promotion and higher responsibilities. Furthermore, training improves interpersonal communication, teamwork and leadership, prevents skills obsolescence, improves organizational climate, lowers the number and cost of accident.

Konings & Vanormelingen (2010) also posited that training has a positive impact on productivity and wages. The marginal product of a trained worker is on average 23% higher than that of an untrained worker while wages only increase with 12% in response to training and the difference is statistically significant. Soyinka and Omagbeni (2005) also asserted that training of staff has led to effective library services that complement the teaching and learning. Furthermore, the University library is an academic aim of the University, and the librarians are scholars and teachers who must not only manage information and make it available to the students to aid their teaching and learning but also contribute knowledge; hence, the library management is interested in staff training and development.

Training formal or informal is a planned activity to provide necessary skills or improve existing ones. From the foregoing plethora of definitions however, training could be seen as any planned learning activity directed towards helping employees in organizations acquire specific skills, knowledge and attitudes needed for carrying out a job or task to achieve organization productivity. There are certain conditions that will serve as pointers for the need for training. Jatto (2005) addressed that these symptoms manifest themselves in a variety of ways. The most common ones are lack of interest in one’s job, negative attitude to work, low productivity excessive absenteeism, excessive complaints, high regrets or low quality output, high incidence of accidents and insubordination. When an organization starts experiencing some of these warning signs, it should considers training. Training is cost intensive not only in terms of financial involvement but also in terms of time cost in productive work by the trainees.

4.3.5
Workers’ participation in decision making and administrative staff productivity 

The result of this study revealed that workers’ participation in decision making significantly relate to administrative staff productivity. The finding of the study is in agreement with the view of  Bhatti and Qureshi (2007) who posited that the best way to improve productivity in modern organizations is by striving for the shared goals of employees and managers i.e by allowing worker input in developing the mission statement, establishing policies and procedures, determining penes, etc, one can improve communication and increase morale and satisfaction. A firm can have high or low degree of employee involvement. A high degree of involvement (deep employee involvement or participation in decision making) means that all categories of employees are involved in the planning process. Conversely, a low degree of participation (shallow employee involvement in decision making) indicates a fairy exclusive planning process which involves the top management only. A deep employee involvement in decision making allows the influence of the frontline employees in the planning process.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS


This chapter is a summary and conclusion of the entire research work and it is treated under the following sub-headings.

Summary of the study

Conclusion

Recommendations

Suggestions for further research

5.1
Summary of the study


The thrust of this study was to investigate conflict   management effectiveness and administrative staff productivity in  tertiary institutions  in Cross River State. To achieve the purpose of this study the following hypotheses were formulated to guide the study.

There is no significant relationship between effective consultation and staff productivity. 

There is no significant relationship between effective communication  and staff productivity. 

There is no significant relationship between effective remuneration and staff productivity.

There is no significant relationship between effective in-service training and staff productivity.

There is no significant relationship between workers’ participation in decision making and staff productivity.


Literature review was carried out according to the variables of the study. Ex-post facto research design was adopted for the study. This research design was considered appropriate because it allows the researcher to make inference and generalization of the population by selecting and studying the sample of the study. A sample of two hundred and four (204) respondents were selected for the study. The selection was done through the purposive sampling technique. This was because the researcher intentionally decided to use the population of the study because of some certain characteristics.


The questionnaire was the main instruments used for data collection which contains fourty (40) items base on the variables in the study. The instruments was faced validated by five experts in Measurement and Evaluation/Research and Statistics who vetted the items developed. The reliability estimate of the instrument was established through the split-half reliability method.


Pearson Product Moment Correlation Coefficient Analysis was employed to test the hypotheses under study. Each hypothesis was tested at .05 level of significance. The result of the analysis revealed that, effective consultation, effective communication, effective remuneration, effective in-service training and participation in decision making significantly relate with administrative staff productivity. 

5.2
Conclusion

Based on the results of the study the following conclusions were reached.

Findings of this study revealed that conflicts management effectiveness is significantly related to administrative staff productivity in Tertiary colleges in Cross River State. hence, there is need to improve on communication, consultation, staff remuneration, in service training and participation in decision making as conflict management strategies. The federal and state government, education administrators, as well as national universities commission should harmonize the needs of individual workers with that of government. The study has been able to revealed the need for administration and government to ensure a conflict free institutions, conducive and acceptable strategies to enable them to put in their best and bring about higher productivity. Time wasted on conflict for weeks and sometimes months has a cumulative effect on students over all achievement in colleges.        

Based on the findings of the study, the following recommendations were made;

Administration of different organization should avoid distortion of information on labour policies and programmes before dissemination to administrative staff, as the employer(s) and the employees representatives meet regularly for round table issues ,each opinion, belief, prejudice, and observations should be addressed. 

The administration should also ensure that there is a free flow of communication between the management and staff for harmonious working relationship.

Workers should be motivated through granting of leave, study fellowship, payment of responsibility allowance and excess workload allowance. 

It will be to the interest of organization when workers are given privilege of in - service training which brings about about new ideas, new techniques, new approaches and high productivity.

Workers participation in decision making is seen as a responsibility of workers in contributing their quota to organization in order to ensure workers retention and hospitality in the place of work. 

Based on the findings of the study the following suggestions are made for further studies.

It is suggested that this study should be carried out again covering the entire geographical state for the purpose of comparison and replication of the findings of the study.

A replication of this study could be carried out again on the variables that were not previously investigated and larger sample size to determine if the result could hold credibility as presently designed.
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CONFLICT MANAGEMENT AND ADMINISTRATIVE STAFF PRODUCTIVITY (CMASP) QUESTIONNAIRE

Dear Respondent, 


My research interest is on the above named phenomena and I see you as an important person whose response to this questionnaire will go a long way in making me to succeed. Please sincerely provide answers to the questions in sections A, B, and C.


All your responses will be used only for the research purpose.


Thank you.

SECTION A

PERSONAL DATA

Tick (() as appropriate.

1.
Sex: Male [  ]
  Female [  ]

2.
Age: 25 – 30 [  ],   31 – 46 [  ], 46 and above [  ]

3.
Marital status: Single [  ], Married [  ], Divorced [  ], Widow [  ]

4.
Highest educational qualification?


(a)
No formal education [  ]


(b)
First School Leaving certificate [  ]   (c)WASC/SSCE [  ]


(d)
1st Degree/HND [  ]
(e)
Master Degree [  ]


(f)
Doctorate [  ]

5.
Working experience: (a)  Below 15 years [  ]


(b)
16 – 25 years [  ]    (c)   26 – 25 yeas [  ]

SECTION B

Tick (() as appropriate to indicate your level of agreement with each of the items. Use the following key as guide.

SA
= Strongly Agree

A
= Agree

D
= Disagree


SD
= Strongly Disagree

	S/N
	Items
	SA
	A
	D
	SD

	
	Conflict management through consultation.
	
	
	
	

	1.
	Workers in my school are normally consulted when there is a problem.
	
	
	
	

	2.
	Only heads of department are usually consulted in solving problems that involve staff and management.
	
	
	
	

	3.
	Staff in my school are always asked to contribute ideas in resolving issues of conflict.
	
	
	
	

	4.
	At all times information is passed to staff to keep them abreast of things going on in the school.
	
	
	
	

	5.


	Whenever there is a conflict between staff. It is fellow staff who are called together by the school head to resolve them.
	
	
	
	

	   6
	My head of department does things on his own without consulting his staff. 
	
	
	
	

	
	Conflict management through communication
	
	
	
	

	7.
	My head of department communication verbally with one conceiving issues of conflict.
	
	
	
	

	8.
	I can talk face to face on matters of conflicts with any member of management in my institution.
	
	
	
	

	9.
	My boss constantly calls for staff meeting to resolve conflicts.
	
	
	
	

	10.
	Information dissemination in my establishment is very poor.
	
	
	
	

	11.


	My boss listens to staff attentively whatever they have complains to make.
	
	
	
	

	12.
	Communication is not a two way thing in my office during any conflict situation.
	
	
	
	

	
	Conflict management through staff remuneration.
	
	
	
	

	13.
	I can forget about my problems with management once I receive my salary.
	
	
	
	

	14.
	 Sometimes staff of my establishment go on strike because of non-payment of allowances.
	
	
	
	

	15.
	The payment of overtime allowance most often resolves conflict between staff and management.
	
	
	
	

	16.
	I can bank out of a strike action by my union once my salary is increased.
	
	
	
	

	17.


	If my allowance are paid regularly I will not have any reason to quarrel with my employer.


	
	
	
	

	18.
	I have never received a better salary package as a result of strike action.
	
	
	
	

	
	Conflict management through staff training.
	
	
	
	

	19.
	I can get very angry with management in my institution if deemed in – service training.
	
	
	
	

	20.
	Each time my application to attend a workshop is approved I increase my productivity.
	
	
	
	

	21.
	The level of which I engage in conflict with my establishment has fallen because of the more training I have received.
	
	
	
	

	22.
	On the job training of staff is an important means of resolving conflict.
	
	
	
	

	23.


	I cannot get involved in issues of conflict in my establishment if I can given opportunity to further my education.
	
	
	
	

	24
	Once I have training opportunities I will stop taking part in strike action.
	
	
	
	

	
	Conflict management through workers participation in decision making.
	
	
	
	

	25.
	I am not normally angry when decisions taken in my presence are implemented.
	
	
	
	

	26.
	My head of department gives me opportunity to make input in resolving issues of conflict.
	
	
	
	

	27.
	When ever a conflict arises in my establishment, it is a committee made up of staff that is appointed to resolve it.
	
	
	
	

	28.
	My boss normally seek my opinion before taking certain decisions.
	
	
	
	

	29.


	Staff in my establishment are allowed to make suggestions through a suggestion box on hour to resolve certain conflicts.
	
	
	
	

	30.
	I can go any length to create problems in my office if   decisions are taken without me.
	
	
	
	

	
	SECTION C

PRODUCTIVITY
	
	
	
	

	31.
	I do government work as if it were my  personal work.
	
	
	
	

	32.
	When ever need arises I can put in extra time at work without asking for overtime allowance.
	
	
	
	

	33.
	I have received merit awards from management due to hard work.
	
	
	
	

	34.
	I normally attend to all visitors in my establishment promptly. 
	
	
	
	

	35.


	Whenever my responsibility is increases, I do it with sense of commitment.
	
	
	
	

	36


	If am assign a duty under my schedule I perform my duty concernciously.
	
	
	
	

	37
	If a duty is not under my schedule I don’t perform it even if the need arise.
	
	
	
	

	38
	 I do not wait for my boss to scold me before I perform certain duties.
	
	
	
	

	39
	I have received an award due to my hard work.
	
	
	
	

	40
	I don’t normally listen to colleagues who say we should not do government work with dedication.
	
	
	
	


