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CHAPTERONE
1.0.	INTRODUCTION
1.1.	BACKGROUNDTOTHESTUDY
Conflictisanelementofanylabourmanagementrelationship.Inworksituationwhichmaytendtoconflictwitheachother.Alsoiseveryorganizationwherepeoplewhodifferentbackgroundhaveinteractinthecollectiveseffortstowardsachievingacommongoals.
	Conflictisboundtoensure.Thisisbecauseinadditiontothecommonworkplace.Hisownpersonalamabitionwhchearnestlyensuretoachievealongsidetheorganizationalgoals.
	Thisindividualgoalorinterestmaynotbecompatiblewithwhatofothermembers,thisthereisclashofinterest.
Forexamplemanagementisoftencommitedtopursuingagoalofprofitmaximizationthroughrationalizationpolicieswelfarepackagedwhichtendtoresultinhighercostofdoingbusinesstothemanagementunionwantseffectiveparticipationinmostfactoryshopdecisionevenatfileexposeofencroachingonareathatfallexclusivelywithintheconfinementofmanagementcannotbutresisttherefore,itisobviousthatconflictisherentineveryorganization(beitprivateorpublic)areperceivedtoalwaysassumethatconflictnecessarilydamagetherelationshipthatexistwithinworkplace.Itisbasedontheforegoingthataresearchstudyofmeasurementofconflictseffectivenessandefficiencybecameasubjectofinterest.
1.2.	STATEMENTOFTHEPROBLEM
	Itmayseemsthatwhenevertwoormorepeoplearegatheredtherewillbeconflict.Theefficiencyoforganizationalconflictaremyriad.Theproblemofincessantindustryconflictdisputesstrikes,lockoutsandboycotthavegeneratedaconcernnotonlyamongemployersoflabourbutalsoemployeesthemselvesandotherstakeholdersaswell.Themagnitudeoftheproductivityreducedprofitdamagetoorganizationassets,thenegativeusuallyaffected,employeesintheareaofpoorinter-personalrelationshipbetweenthemandthemanagementandamongthemselves,lossofanyterminationanddismissedfromemploymentetc.forthesocietypotencyforsocialdisorder,instabilityofjobandmassunemploymentwhichwouldfacethefultmentofit’sobligationgivetherealityasdescribedabove,itbehavesbutlabourandmanagementtoseekwaysofcopingandminimizingundesirabletensionandconflictandit’sunpleasantconsequencesforthereason,itspertinenttolookintothevariouseffectsofindustrialconflictsontheorganizationandapproachestowardsmanagingtheseproblemspositivelysothattheirfavorableimpactmeasurementcouldbefeltontheeffectivenessandefficiencyoforganization.
1.3.	RESEARCHQUESTIONS
		Theresearchquestionthatwillguidethestudywillinclude:
i.	Towhatextenthaseffectiveconflictmanagementcontributedtotherealizationofthegoals,objective,visionandexistenceoforganization.
ii.	whatarethefactorsresponsibleforindustrialconflictinmostbusinessorganization?
iii.	Doesanyrelationshipexistbetweenrateofconflictinanorganizationanditsimages.
iv.	Ofwhatimportanceistherolesofconflicttothesuccessandperformanceofbusinessorganization?
v.	Tomakerecommendationforsolutionofprobleminthelightofthefindingofthisstudy.
1.4.	OBJECTIVEOFTHESTUDY
	Thisbodywillshowwithstatisticalevidencethatconflictmanagementwillsignificantlyincreasetheperformancewellbeingandproductivityoftheorganization,however,thespecificobjectiveofthestudyare:
i.	Toexaminetheimpactofconflictontheproductivityoftheorganization.
ii.	Toexaminetheimpactofconflictmanagementonorganizationalwellbeing.
iii.	Toexaminetheimpactofconflictmanagementonperformance.
iv.	Toexaminetheeffectofconflictmanagementontheorganizationalcoordinator.
1.5.	RESEARCHHYPOTHESIS
	Researchhypothesisisanimportantaspectofresearchendeavourbecausewithout,ittherewillbenoneedtoembarkonaresearchproject.i.ealleffortforthepurposeoftestinghypothesisprovidinganswerstoresearchquestion.
	Considerationthisprojectworkhypothesistobetestedisstatedbelow.
Ho:thereisnosignificantrelationshipbetweenindustrialconflictandorganizationeffectiveness.
Hi:thereissignificantrelationshipbetweenorganizationwellbeing.
1.6.	SIGNIFICANCEOFTHESTUDY
	ThesignificanceofthestudycanbeviewedfromHo(2)majorstandpoints,practicalandacademic.
a.	PRACTICALSIGNIFICANCE
	Thiskindofstudywillassistbroadcastingtheunderstandingofthefollowings.
1.	Toemployeesingeneral,itwillfurtherexposetherelationshipexistingbetweenconflictmanagementandorganizationeffectivenesswhichwillbeinteresttothemintheirrespectiveorganization.
2.	Specificallytostaffoftheorganizationunderthisstudy.Itwillexposetoalargeextentsthegoingonittheirestablishmentwithregardtoourrelevantvariableandcomparativeanalysisoftheiractionoversomeyearsaccordingly.
3.	Topolicymakersandmanagementitwillpresentaschemethroughitsanalysisthatcouldassisttheminaviatingestablishmentinnotonlytopursuetheirvarridingobjectivesofprofitmakingbutalsotoremainrelevantinthebusinessforwhichtheywereknownbyperformingsuchafunctionasgoodwelfarepackageforworkersamongothers.
4.	Toeconomicwatchesandtheinterestedpublic,itwillprovidesomeinsightintotheconflictmanagementstrategiesandapproachesofbusinessorganizationinNigeria.
b.	ACADEMICSIGNIFICANCE
	Intheacademicarenathestudywillprovetobesignificant.
1.	Itwillhelpincontributingtotheenrichmentoftheliteratureonconflictandconflictmanagement.
2.	Itwillthrownmorelightontherelationship(callsativeandordinary)betweenconflictandsuchothervariableapartfromorganizationperformanceaseffectivenessandefficientlyinNigera.
3.	Itwillsuggestway(ofinteresttoacademic)basedonempiricalevidenceofenhancingtheconflictmanagementsituationinNigeriabearinginmindthatimprovementinthelevelofconflictresolutionoforganizationinacountrysignifythatthecountrysignifythatthecountryispartlydevelopingornot.
4.	Thestudywillalsoserveasabodyreservedknowledgetobereferredtobyotherresearcherwhomaywanttopickandinterestintheirareaofstudy.
1.7.	SCOPEOFTHESTUDY
	ThestudyineverywayattemptstodeterminetheimpactofconflictmanagementontheefficiencyandeffectivenessofbusinessimpactmeasurementofthevariousstrategictoolsormethodsofconflictmanagementopenedtoorganizationtheresearchwillbeconductedontheICTcenterinIlorinasourUnitofanalysisintheNigeriaeconomy.Thereforeasurveyoftheofficialsofthefunctionalareasofthisestablishmentwillcomprisesofourmajorsourceofcomparativedataandinformation.
	Nomatterhowmucheffortonemayputintothestudysomeestrouscircumstancesmaycreateimperfections.TheconductofresearchinNigeriaandofcoursegenerallyisfullofcostofproblemshoweverinthisparticularresearch,thefollowingproblemareanticipated.
1.	Theinabilitytoretrieveallthequestionnairestothedisturbed
2.	Imperfectionofsamplingproceduresandprocedureforprocessingdata.
3.	Financeinthisareaofeconomichardshipfinancialresourcehasbecomeaproblemformanypeopleincludingthisresearcherstherebymanaffectthefinancialdemandofthestudy.
1.8.	DEFINITIONOFTERMS
	Forthepurposeofthisstudycertainwordwouldberegularlyusedarecapableofassumingdifferenttermsmeaningandsituation.Therefore,itsimperativetoclearlydefineoroperationalizethem,soastofacilitateaclearerunderstandingandperceptionofthesubjectsmatterastheyareusedinthisresearchwork,theyareasfollows.
· CONFLICT:Adisagreementoverissueofsubstanceandemotionalantagonism
· INDUSTRIAL:Conflictinaboutoflabourandmanagementtoreachagreementonanyissueconnectedwiththeobjectivesofemployer–employeeinternation.
· ORGANIZATIONEFFECTIVENESS:Thecontinuesexistenceorforgoingaheadofacompanydespitecompletion.
· EFFECTS:	TheoxforddictionaryofcurrentEnglishdefinedaffectastheresultorconsequenceofanaction.
· MANAGEMENT:	Theactorskillofdealingwithasituationthatneedstobecontrolledinsomeways
· CONFLICTRESOLUTION:	Theremovalofthereasonsubstantialandforemotionalforaconflict.
· MANAGEMENTCONFLICT:	Themethodsapproachesartorstyleofhandlingconflictusuallybeexpertindustrialrelationfields.








1.9.	PLANOFTHESTUDY
	Theresearcherworkisconsistdividedintofivechapterforclaritypurposes.Chapteroneconsistofintroductionstatementofproblem,objectiveofthestudy,researchhypothesisresearch,question,significantofthestudy,copeandlimitationofthestudydefinitionoftermsandplanofthestudy.
	Chaptertwodiscusstheliteraturereviewintroductionconceptualreview,theoreticalreviews.
	Chapterthreehighlightedresearchmethodology,sourceofdatapurposeofthestudysamplesize,methodofdatacollectionandmethodofdataanalysis.
	Chapterfourdiscussedthedatapresentationanalysisandinterpretationofdata.
	Chapterfivewhichisthelastchapterdiscussaboutsummary,conclusionandrecommendation.


CHAPTERTWO
2.0.	LITERATUREREVIEW
2.1.	INTRODUCTION
	Iftrulyeffectiveconflictmanagementsystemwillminimizethecomplexinvolvedinplanningexecutingandcontrollingasupplychainnetworkwhichcriticaltobusinesssuccess.Theopportunityavailablebyimprovinganorganizationconflictmanagementcansignificantlyimprovebottomonebusinessperformance.
	Oftentimesconflicttendstoshowtheperformanceoforganizationandalsoreducetheeffectiveusageoforganizationresources.Asaresultthereisaactofmanagementemphasisonkeepingconflictdownsothattheywillnottoomuchcast.
2.1.1.	THECONCEPTOFCONFLICT
	Robbinsandjudge(2009)definedconflictasprocessthatbeginswhereonepartyperceivethatanotherpartyhasnegativeaffected,orisabouttonegativelyaffectsomethingthatthefirstpartycareaboutconflictisaboutperception,notnecessaryrealhard.Itpointstotheabovestatesthatconflictisaprocessofsocialinteraction.Itinvolvesastruggleoverclaimstoresources,power,states,beliefspreferencesanddesireswalker(2007)linkedthisideatotheorganizationbystatingthatevenwhenconflictisanaturalphenomenoninsocialrelation(Asnaturalasharmony)itcanneverthelessbemanagedwithinorganization.Theyaddthatconflictmayhavebothpositiveaswellasnegativeconsequenceswithintheorganization,thesubmissionaboveblendwiththefactthatconflictcanneverbetotallyeliminatedwithinorganizationbutcanbeefficiencymanagedIordertomoreorganizationtogreaterheightandperformancelevel.
FUNCTIONALVERSUSDISFUNCTIONALCONFLICT
	Conflictthatsupportsthegoalforthegroupandimprovethegroupsperformancecanbeclassifiedasfunctionalconflict(darlingandwalker)2007.Thistypeofconflictisconstructiveinnatureandthebaseassumptionisthat,itwillhaveapositiveeffectontheorganizationperformanceforexample,thistypesofconflictcancauseideasbeliefandassumptiontobechallenged(Bagshaw1998).Thisinturncanleadtoinnovationandthewillingnesstoconsiderfreshtactics.Therecanalsobeinformationexchangehonestandfreesexpressionofopinion(Rivers,2005)constructiveconflictcanalsobeacatalystforaction(darlingandformereanticipationoffutureconflictcaninstigateaction(darlingandwalker2007)conflictisakeyingredienttoorganizationalchangesfunctionalconflictcanthereforenotonlyberesponsiblefororganizationchange(Olakunle,2008)ontheotherhandaccordingtoOlakunle(2008)conflicttheyfunctionalwhenitsabsorbsorganizationaleffortsandresourceswithoutproducinganything,whenconsciouslyorunconsciouslysabotageandsubertprimaryorganizationalgoalsdysfunctionalordestructiveconflictbreaksanorganizationaldown.Interdepartmentalconflictcanforinstancedisturbresourcetunesinotherdepartments.(maltzandkohili)2008.Otherinstancesofdysfunctionalconflictregularlyfoundinorganizationincludeinterferencewithanotherfunctionsworkbywithholdinginformationandtheformingofcoalitiontoblockcertainproposals(Barclay,1991)therearealsopassivewaystouseconflicttobedestructive.Thismightincludealackofresponsivenesstorequestadeliberaterigidadherencetoorganizationproceduremoreoffunctionalconflictwithperformbetterwhichisperformedthandysfunctionalconflictbecauseitsupportgroupgoalsandimprovementperformance.
2.1.2.	CAUSEOFCONFLICT
	Conflictcanarisesindifferentsituationdeutchandcoleman(2006)identifiedsomeofthecausesofconflicttoincludethefollowingdifferenceinknowledgebeliefandbasicvalues,competitionforpositionpowerandrecognition,aneedfortensionrelease,adriveforautoronspersonaldistice,anddifferingperceptionorattributedboughtaboutbytheorganizationalstructuredifferentrolestructure,herebyentityoftheworkforceenvironmentchanges,differencesingoodsdiverseeconomicsinterest,loyaltiesofgroupsandvaluesdiscrepancieswhichwereallconsideredatvariousstageasmajorcausesofconflictinorganization.Itavaing(2004)indicatedthatcausesofconflictinorganizationwillalsoincluderesourceavailabilityaffirmativeactionprogrammerthesureofcontentofworkload,theintroductionofnowmanagementtechniquesanddifferencesofculturalandracialnature.
	Atypologythatfurthercategoriessourceofconflictisofferedbykreitnerandkinck.(2001)whodifferentiatebetweenstructurefactors(causes)thatisthosethatdevelopfromwithintheorganizationandoriginatedfromthemannerinwhichworkisorganizationandoriginatedfromthemannerinwhichemergesasaresultofindividual.DifferencesamongemployeesRobbinandJudge(2009)identifiedsomesourceandcauseofconflictinorganizationtoincludescarceresources,taskdependency.Communicationbackdownpersonallydashesandtheambiguities.

2.1.3.	LEVELOFCONFLICT
	Olakunle(2008)identifiedsixdifferentlevelsofconflictinterpersonal,intra–group,inter–group,intrapersonalsintra–organizationalandinter–organizationalandinter–organizationallevelsinterpersonalconflictreferstoconflictbetweentwoormoreindividuals(notrepresenting)thegrouptheyarejustpartofthesameordifferentgroupatthesameordifferentgroupatthedifferentlevelifinoneorganization.Intra–groupconflictfocusesonconflictwritingthegroupasawholeaswellastheindividualmembersintra–groupconflictsubstantiveconflictreferstoconflictbasedonthenatureofthetaskoronthe“content”issuesitisassociatedwithintellectualdisagreementsamongthegroupmembers.Affectiveconflictderivesprimarilyfromtheemotionalresponseareusedduringinterpersonaldashes(Olakunle2008)
	Intergroupconflictfocusesonconflictbetweentwoormoregroup.Intergroupconflictcanhavenegativeside.Effectswhichcanpersistlongafterthecompetitionitover.Thereforemanagers,mustminimizebyintergroupconflictspossible,andhandleandconflictoccurswhenanindividual,ofteninvolvessomeformofgoodsconflictorcognitiveconflictforinstancegoalsconflictsoccurforindividualwhentheirbehaviorresultsinourcomethataremutuallyexcusiveorhavecompatibleelements.
INTRA–ORGANIZATIONALCONFLICT:AccordingtoOlakunle(2008)isatypeofconflictssituationbetweentwoamongorganization.


2.2.	THEORYOFCONFLICTCONTROL
	Manyporkerfoleetconflictmanagementstrategywasadaptedastheoreticalbaseforthisstudythetheorywasdevelopedbymanyparkerfollertinher,creativeexperienceapapershewrotein1925conflicttoherisnotwelfarebutisanyanappearanceofdifference.Differentinopinions,interest,notonlybetweenemployersandemployeesbutalsobetweenmanagersbetweendirectorsorwhereverdifferencesappears.Shefurthersubmittedthatconflictmaymoreverbaldisagreementtophysicalorevenbloodyanformationsheopenedthatconflictcouldbebadorgoodorneithergoodorbaddependingonthesituation.Conflictalsoprovidesgoodorbadoutcomedependingonthemanneritisinterpretedunderstoodandresolvedbytheaffectedparties(April2009)thethereforesuggestedthreedifferentwaysofmanagementorresolvingconflictinanorganizationviz.
i.	Dominance
ii.	Compromise
iii.	integration
1.	Dominance:Themanagementofconflictthroughdominanceimpliesavictoryforonepartyovertheotheritwouldrequirestheuseofforceandsuppressionofthepartbythestronginthecase,itdoesnotnecessarilymeanthattheconflictisresolved.Asfarasfollestisconcernedthismethodofmanagingconflictislikesweepingthedustunderthecarpet(April2009)
2.	Compromise:underthismethodeachpartyintheconflictsituationsurrenderscertainvalueorinterestinordertoallowpeacetoreignshepaintourhowever,thatjustlikethefirstmethod(Domination)thismethodhasitsownshortcomingwiththemagnitudeoftheshortcomingsdependingoneachconflictsituation,environmentandtheextentofthecompromiseorvaluessurrenderedbyeachpartyintheconflictresolvedthroughthismethodisnotthebestdespiteitsacceptancebecauseitmaysimplysuspendyetagreatermagnitudeoftheproblemwhichislikelytoresurfaceineitherthatsamefromorinanentirelydifferentmanneroftenalsopeopleresistthetemptationofreachingcompromiseduetoegoclashesorstatedposition(April2008).
3.	Integration:Ingivingpreferencefortheresolutionofsocialconflictthrough“integration”filletarguesthatwhenconflictingininterestmeettheyneednotopposebutonlyconfrontwhatshouldbesoughtinthisconfrontationofdifferentinterestisanintegralthatgivesallpartieswhattheyreallydesires(sapru2009)thisseemtorecovertheapprovaltofollestasthebesteachpartyhastorecognizetheimportanceofex-ragingallthevariousaspectoftheconflicttobepartforwardfordiscussionusuallyinroundtableconference.ThiswouldrequiretheapplicationofHerbertSimon’s“Rahtimalcomprehensivemodel”ofdecisionmakingorthegeneralsystemstheoryinordertointerpretandunderstandnotonlythewholebutalso.


CHAPTERTHREE
3.0.	METHODOLOGY
3.1.	INTRODUCTION
	Theresearchmethodologyusedtoaccomplishtheobjectivesoftheresearchworkarehistoricalanddescriptiveapproach.Ifnormallyprovedinformationahowactivitiesorinformationusuallycarryoutinthefirms,thisistoexplorethepastandpresentrolesystemintheventureIlorin.
3.2.	RESEARCHDESIGN
	ThisprojectworkisaimedatunderstandinghowentrepreneurshipasapamaceaforemploymentcreationusingtheventureIlorinasacasestudy.Researchistheframeworkforexcitingthestudyitisplanofactiononhowtheproposedhypothesiswillbeverified.Itisappliedtheuseofquestionnairedistributioninthecompanythisdataistobetestedusingthechi–squaremethodanalysis.
3.3.	POPULATIONOFTHESTUDY
	Theresearchpopulationforthestudyovertheentireorganizationrecordinginventurebusinesswhilethesamplenormally,itisnotconvenientandeconomicallygiventheestimatedtimelimitedfortheresearchforthisresearchworkareIviewofthis,thegroupofrespondent,fortheresearchworkarevarritusandstaffofthelicventureinIlorinKwaraState.


3.4.	SAMPLESIZEANDSAMPLETECHNIQUES
	Thesamplesizeofthestudyaretheentireorganizationrecordingandthesamplenormally.ItisnotpossibletoeconomicallygiventheestimatedtimefortheresearchtherespondentfortheresearcharevariousworkersandsoactoflicventureinIlorinKwaraState.
3.5.	METHODSOFDATACOLLECTION
	Datacollectionreferstothesourcefromwhichtheinformationusedinthecourseofthistheinformationresearchwasacquired.Dataservicesasaninternationalformofnumberwordorcombinationofthesedatacollectionisthereforefindingeverymeansofgettinginformation.Thisinformationgivesexplanationandhowresultandconductionwouldeventuallybearrivedattherearebasicallytwosourcesofdatacollection.
1.	Primarydatacollection
2.	Secondarydatacollection
3.6.	INSTRUMENTOFDATACOLLECTION
	Instrumentusedincollectionofdata.
Acombinationdatacollectiontoolemployedinthisresearchwork.Theinstrumentortoolsusedcomprisesof
· Questionnaire
· Interview
· Observation
1.	QUESTIONNAIRE:Thisconsistofbodyofinformationseekingquestionarrangesystematicallytogetherrequireddatafromtherespondentitsusuallyusedwhenfactorialinformationdescribesasdesign.Thequestionnaireareadministeredtofewrespondentthatisrespectively.
Itcanbemainorquestionnairedeliveredbyhand.
2.	PERSONALINTERVIEW:Thisisthefacetofacemethodofdatacollectionwhichinvolvessomeconversationordialoguebetweentheinterviewandthepersonyouareinterviewing.Theinformationisusuallycouldnotedinoralstructure,theinterviewerandquestionnairequestionscontainsbothstructureandunstructuredquestion
3.	OBSERVATION:Observationhastodowithwatchingtheoperationorexperimentinaparticularareaandrecordingtheresult,theresearcherpatientlywatchedtheimpactofconflictmanagementonorganizationalperformancewithaircombinestoimpactofconflictmanagementoftheorganization.
3.7.	METHODSOFDATAANALYSIS
	Qualitiesdescriptiveanalysisandquantitativedescriptionanalysisbeenvoedincarryoutfindings.
· Table
· Chart
Quantitativeanalysisisusedtosummarizemeansofinformationgenerated,inthestudysothatappropriatedanalyticalmethodcouldbeusedforfurtherdiscoveringrelationshipamongthevariable.
Quantitativeanalysisisusedtoverballysummarizetheinformationgeneratedintheresearchsupplystartingwithoutanytableoutofalltheorganizationofparticipateinresearch.
3.8.	HISTORICALBACKGROUNDOFTHECASESTUDY
	NestleNigeriaPLCisapubliclylistedfoodandbeveragespeciallycompanyheadquarteredinLagos.ItismajorityownedbyNestleS.AofSwitzerland.Thecompanywasfoundedin1961andconductedtradingunderthenameofNestleproductsNigerialimited.IthasitsmainfactoryinAgbaraIndustrialEstate,Ogunstate,thefirmmanufacturesbreakfastcereal,babyfoodproducts,foodseasoningandhydrolyzedplantproteinmix.ThecompanybeganbusinessunderthetradenameofNestleproductsNigeria,in1969,thenamewaschangedtofoodspecialtieslimited.ItbegantradingontheNigeriastockexchangein1979followinganindigenizationpromotiondecree.In1991,thecompany’snamewaschangedtoNestlefoodsNigeriaandtenyearslateritbecameNestleNigeriaplc.Atinception,thefirm’soperationwasindistributionandsalesofNestleproductswhichhadpreviouslybeenimportedintothecountrybymerchants.In1971,improveddemandforitsmagiseasoningproductledtotheestablishmentofapackagingplantinLagos.ThefirmleasedlandatthenewlycreatedAgbaraEstatein1978andthreeyearslaterbeganmanufacturingmagiandMiloproducts.In1982,cerelacwasproducedinNigeriafromAgbara.Between1984and1986,thecompanyintroducedbabyweaningproductswithhigherlocalcontent,thisincludecedadacmaizeandnutrendwithamixtureofsoyaandmaize.Itlaterintroducedchocomilo,aconfectioneryitem.In2011theopeningofamagifactoryinflowergate,Ogunstate.NestlewatersNigeriaInauguratedacommonlywaterfacilitytoensuresafeandhealthydrinkingwaterinthemagedarisuburbareaofAbujawhichwaspartofNestle’sefforttoensurehealthyhydrationNestleNigeriaPLChaveaRevenueofasat2017.NestleNigeriaPlckeypeopleare“MauricoAlarconandJaugdishSingla.Thefirmwaslistedasoneofthelargest100companiesinAfricabyAfricabusinessmagazine.


CHAPTERFOUR
4.0.	PRESENTATIONANDANALYSISOFDATA
4.1.	DATAPRESENTATIONANDANALYSIS
	Thissectionisconcernedwiththepenetrationandanalysisofsocioeconomicvariableoftherespondentthisshallberestrictedtoanalysisanddescriptiontothefollowingsequentiallysex,age,religion,education,qualificationandincomelevelwiththeregardtothedescriptionoftherespondent,theunderneathtablesrevealourfindings.
4.2.	INTERPRETATIONOFANALYSIS
	TABLE1:Showingdistributionoftherespondent.
	GENDER
	FREQUENCY
	PERCENTAGE
	CUMMULATIVE%

	Male
	44
	53.7
	53.7

	Female
	38
	46.5
	100.0

	Total
	82
	100.0
	


SOURCE:Fieldsurvey2021
Theabovetableshowsthat44oftherespondentsrepresenting53.7%aremalewhile“38”respondent46.3%arefemale
TABLE2:Showingagedistributionoftherespondent
	AGE
	FREQUENCY
	PERCENTAGE
	CUMULATIVE%

	21–30
	34
	41.5
	41.5

	31–40
	20
	24.4
	65.9

	41–50
	16
	19.5
	85.4

	51–60
	12
	14.6
	100.0

	Total
	82
	100.0
	


SOURCE:Fieldsurvey2021
Theresultinthetableaboveshow84respondentrepresenting45%are21–30age20respondentrepresenting21.4%are31–40ageare21–30age20respondentrepresenting24.4%are31–40age16respondentsrepresenting19.5%are41–50agewhile12respondentsrepresenting14.6%are51–60
TABLE3:Showingeducationalqualificationdistributionrespondent
	QUALIFICATION
	FREQUENCY
	PERCENTAGE
	CUMULATIVE%

	NCE/OND
	42
	5%
	51

	BSC/HND
	18
	22%
	73

	POST–GRADUATE
	10
	12%
	85

	PROFESSIONAL
	12
	15%
	100.0

	TOTAL
	82
	100.0
	


SOURCE:Fieldsurvey2021
Thetableshowtheeducationalqualificationdistributionofrespondentwhere42ofrespondentrepresenting51%areNCE/ONDholderand18frequencyofrespondentsrepresenting22%areBSC/HNDholderwhile10respondentsrepresenting12%arepostgraduateand12respondentrepresenting15%areprofessional.
TABLE4:Showingmaritalstatusdistributionrespondent
	MARITALSTATUS
	FREQUENCY
	PERCENTAGES
	CUMULATIVE%

	SINGLE
	48
	59
	59

	MARRIED
	34
	41
	100.0

	TOTAL
	82
	100.0
	


SOURCE:Fieldsurvey2021
Theabovetableshowsthedistributionrespondentsofmartialstatuswhere48frequencyrespondentsrepresenting41%aremarried.
4.2.4.	NORMALITYTEST
	
	Thereisnoeffectofworkplaceconflictmanagementonorganizationperformance

	4
	26

	Normalparametermean
	3.65

	Studentdeviation
	1.384

	MostextremeAbsolute
	253

	Different
	

	Positive
	165

	Negative
	253

	Ko/mogoro–smirnowZA.symp
	1.288

	s.g
	072

	(2tailed)
	



Atestdistributionisnormal
ThenormalitytestshowsthatourdatawasnormallydistributedforresearchquestionIwithaggregateof0.72,inviewofthistheuseofparametictoolT.testwillbeemployedtotestthehypothesis.
	S/N
	MEANSANDSTANDARDDEVIATIONOFCASUALFACTORSOFWORKPLACECONFLICT.
	N
	MIN
	MAX
	MEAN
	STDDEVIATION

	1.
	Consciousnessofworkerstowardsfellowworkers
	82
	2
	5
	3.53
	1.152

	2.
	InequitabletreatmentonthepartofMgt
	82
	1
	5
	3.13
	1.263

	3.
	Non–consultationwithemployeeonkeyissuesaffectingthem
	82
	2
	5
	3.76
	981

	4.
	Cumbersomegrievanceondisputeprocedure
	82
	1
	4
	2.98
	952

	5.
	Natureofworkactivitiesanddifferenceinperception
	82
	1
	5
	3.45
	1.214

	6.
	Meansandstandarddeviationofprevalenttypesofconflictintheorganizationthereisunionmanagementconflict
	82
	2
	5
	3.76
	981

	7.
	Itisusuallyproceduralconflict
	82
	1
	5
	3.76
	1.031

	8.
	Itisjobtaskrelatedconflictandinterpersonalconflict
	82
	1
	5
	3.76
	1.154

	9.
	Itisusuallycollectivebargaining
	82
	1
	5
	3.35
	1.125

	10.
	Thestaffresultincompromiseandavoidance
	82
	1
	5
	2.96
	1.105

	11.
	Conflictandresolvethroughconfrontation
	82
	2
	5
	3.76
	981



Hypothesistesting
Thissectiondiscusestheresultofhypothesistestingdiminationsofmanazingorganizationalconflictequallycorrectionandmultipleregressionanalysiswereperformingtotestthehypothesis.Totestthehypothesisofthestudywasthemainusestepwiseregressionanalysiswhiletheuseofthesimpleregressionanalysiswhiletheuseofsimpleregressionanalysisoverall,themainhypothesisandtotesthypothesisandtheresultwereasfollows:
Ho.i:thereisnostatisticallysignificantimpactonorganizationalconflictmanagementtechniquesonorganizationalperformance.
MODELSUMMARY
	MODEL
	R
	R–SQUARE
	ADJUSTEDRSQUARE
	STDERROROFTHEESTIMATE

	1
	.705
	.698
	.584
	.769



SOURCE:Spssdataoutputversion18
TABLE4.19
ANOVA
	MODEL
	SUMOFSQUARE
	DF
	MEANSQUARE
	F
	SIG

	Regression
	45.121
	2
	22.561
	38.124
	.00

	Residual
	45.566
	77
	.592
	
	

	Total
	90.688
	79
	
	
	



Co–efficient
	DEPENDENTVARIABLE
	R
	R2
	F
	SIG
	INDEPENDENTARIABLE
	B
	ST
	T
	SG

	Organizational
	0.36
	0.13
	12.7
	0.00
	Competition
	0.35
	0.10
	3.35
	0.00

	Performance
	5
	3
	27
	1
	
	5
	0
	6
	1



Table(4)
ShowsthattheeffectofcompetitiononorganizationalperformanceissignificantbasedonFTvalue(12.727)andthelevelofsignificant(sig=0.001)lessthan0.05correctionco–efficient(R=0.365)representthestrengthofrelationshipbetweentwovariablewhichispositionwhilethevalueoftheco–efficientofdetermination(R2-0.133)refersthat13.3%ofthevarianceinorganizationalperformancecanbeexplainedbythevariationinthecompetition.Furthermoreitwaspointedoutthevalueoftheregressionco–efficient(13=0.355)theamountoftheoverallimpactofthecompletionontheperformanceorganizationalsignificanteffectwherethevalue(t=3.567),thismeansrejectthenullhypothesisandacceptthehypothesisstatesthatthereisastatisticallysignificantimpactonthestyleofcooperationorganizationalperformance.
MODELSUMMARY
	MODEL
	R
	RSQUARE
	ADJUSTEDR
	STUDENTERROROFTHEESTIMATE

	1
	.983
	.966
	.962
	9.8195835



a.	Predictors(constant)CORPORATION
b.	Dependentvariable:CONFLICT
ANOVAL
	MODEL
	SUMOFSQUARE
	DF
	MEANSSQUARE
	F
	SIG

	Regression
	8.792314
	4
	2.198314
	227.954
	.0009

	Residual
	3.0863013
	34
	9.642311
	
	

	Total
	9.101314
	36
	
	
	



4.2.	HYPOTHESISTESTING
HYPOTHESIS1
	Theportionoftheresearchworkismeanttotestthevalidityoftheearlierhypothesisformulatedsothatdecisioncanbetakenastowhethertoacceptorrejectaccordingtothehypothesisthatwasformulatedinchapterone.
CHAPTERONE
1.	HO:Thereissignificanceimpactofconflictmanagementontheproductivityoftheorganization.
2.	HI:Thereisnosignificanceimpactofconflictmanagementontheproductivityoftheorganization.
TESTINGOFHYPOTHESIS
	OPTION
	O
	Ei
	O-e
	(o-e)2
	(o-e)2/ei

	Agree
	45
	10
	35
	122.5
	245

	Disagree
	5
	10
	.5
	25
	5

	Disagree
	5
	10
	.5
	25
	5

	Total
	50
	25
	30
	145.5
	250


SOURCE:Fieldsurvey2021
E=Noofcolumns1=5.1=4
Degreeoffreedom=Df2
X2tabat5%levelofsignificance
=x2(.1)(c-1)
=x2(3–1)(5–1)
=x20058=9.488
9.49distributiontable
x2=0.02733
DecisionRule:sincecalculatex2180.028733basedondistributiontableof9.49,0.02733(0.005)levelofsignificance.wethereforerejecttheNullhypothesis(H0)andacceptalternativehypothesis(Hi)whichstatethatthereissignificanceimpactofconflictmanagementontheproductivityoftheorganization.
HYPOTHESISII
Ho:Thereisnoeffectofconflictmanagementonorganizationalefficiencyandperformance.
Hi:Thereiseffectofconflictmanagementorganizationalefficiencyandperformancetestingofhypothesis.
	OPTION
	O
	Ei
	O–e
	(o-e)2
	(o-e)2/e.i

	Agree
	40
	10
	30
	900.5
	245

	Disagree
	10
	10
	00
	29
	5

	Total
	50
	25
	30
	145.5
	250


SOURCE:Fieldsurvey,2021
E=Noofcolumns1=5.1=4
Degreeoffreedom=Df2
X2tabat5%levelofsignificance
=x2(r–1)(c–1)
=x2(3–1)(5.1)
=x20058=9.488
9.49distributiontable
x2=0.002733
DECISIONRULE
	SincecalculateX2180.02733basedondistributiontableof9.49,0.02733(0.005)levelofsignificancewethereforerejecttheNullhypothesis(Ho)andacceptalternativehypothesis(Hi)whichstatethatthereiseffectofconflictmanagementonorganizationalwellbeing.
TESTINGOFHYPOTHESIS
	OPTION
	O
	Ei
	O–e
	(o-e)2
	(O-e)2/ei

	Agree
	45
	10
	35
	122.5
	245

	Disagree
	5
	10
	.5
	25
	5

	Total
	50
	
	
	
	250


SOURCE:Fieldsurvey,2021
E=Noofcolumns1=5.1=4
Degreeoffreedom=Df2
X2tabat5%levelofsignificance
=x2(r-1)(c-1)
=x2(3-1)(5.1)
=x20058=9.488
9.49distributiontable
X2=0.02733
DECISIONRULE
	SincecalculateX2150.02733basedondescriptiontableof9.49,0.2733(0.005levelofsignificancewethereforerejecttheNullhypothesis(Ho)andacceptalternativehypothesis(Hi)whichstatethereiseffectofconflictmanagementonorganizationalwellbeing.
MODELSUMMARY
	MODEL
	R
	RSQUARE
	ADJUSTEDSQUARE
	STD.ERROROFTHEESTIMATE

	1
	.983ₔ
	.962
	962
	


a.	Predictions(constant)CORPORATION
b.	DependentvariableCONFLICTMGT.
CO–EFFICIENT
	DEPENDNETVARIABLE
	R
	R2
	F
	SIG
	INDEPENDENTVARIABLE
	B
	STD
	T
	SIG

	Organizational
	0.07
	0.06
	043
	0.49
	Cooperation
	0.07
	0.11
	0.6
	0.21

	Performance
	6
	6
	3
	0
	
	8
	2
	9
	90


Table(5)
ShowsthattheeffectofcooperationonorganizationalperformanceissignificantbasedonFTvalue(0.1482)andthelevelofsignificance(Sig=0.490)greaterthan0.05correlationco–efficient(R=0.076)representthestrengthofrelationshipbetweentwovariablewhichispositionwhilethevalueoftheco–efficientofdetermination(R2–0.006)refersthat0.060%ofthevarianceinorganizationalperformancecanbeexplainedbythevariationinthecompetition.Furthermoreitwaspointedoutthevalueoftheregressionco–efficient(0=0.078)theamountoftheoverallimpactofthecompetitionontheperformanceorganizationalsignificanteffectwherethevalue(t=0.694),thismeansacceptedhypothesisstatesthat“thereisnostatisticallysignificantimpactonthestyleofcooperationconflictmanagement.
Ho13:thereisnostatisticallysignificantimpactonthestyleofconflictavoidanceinorganizationalconflictmanagement.
MODELSUMMARY
	MODEL
	R
	RSQUARE
	ADJUSTEDR
	STDERROROFTHEESTIMATE

	1
	.604
	.365
	.274
	133.466


a.	Predictors(constant)CONFLICT
b.	DependentvariableCONFLICT
A.	PREDICTORS(CONSTANT)AVOIDANCE
	ANOVA
	MODEL
	SUMOFSQUARE
	DF
	MEANSQUARE
	F
	SIG

	Regression
	214.61
	3
	71549.265
	4.017
	.291a

	Residual
	374.75.073
	21
	17813.099
	
	

	Total
	588722.866
	24
	
	
	


CO–EFFICIENT
	DEPENDENTVARIABLE
	R
	R2
	F
	SIG
	INDEPENDENTVARIABLE
	B
	ST
	T
	SIG

	Organizational
	0.44
	0.19
	20.3
	0.00
	Avoidance
	0.14
	0.10
	3.55
	0.00

	Performance
	3
	7
	K
	O
	
	87
	8
	6
	0


Table(6)
ShowsthattheeffectofcooperationonorganizationalperformanceissignificantbasedonFTvalue(0.1482)andthelevelofsignificance(sig=0.490)greaterthan0.05correlationco–efficient(R=0.076)representthestrengthofrelationshipbetweentwovariablewhichispositionwhilethevalueoftheco–efficientofdetermination(R2–0.006)refersthat0.60%ofthevarianceinorganizationalperformancecanbeexplainedbythevariationinthecompetition.Furthermoreitwaspointedoutthevalueoftheoverallimpactofthecompetitionontheperformanceorganizationalsignificanteffectwherethevalue(t=0.694)thismeansacceptedhypothesisstatesthat“thereisstatisticallysignificantimpactonthestyleofconflictavoidanceontheorganizationalconflictmanagementwhichenhanceorganizationalproductivity.


CHAPTERFIVE
SUMMARYCONLUSIONANDRECOMMENDATIONS
5.1.	SUMMARYOFFINDING
	Sinceconflictisinevitabletoindustriesororganizationandsincethereisnoconflictfreeorganizations,managementmustrecognizethatorganizationismadeupofdifferentgroupwithdifferentintereststheymustencouragetheintegrationsofunion.Managementmustalsoensurethatworkerstakepartindecisionthataffectstheworkerseitherdirectlyorindirectlyitshouldbenotedthatifitisnotinallcasesthattheinterestoftheworkersareopposedtothatofthemanagement.
Goodcommunicationnetworksshouldbeencourageinanyorganizationthatclericindustrialpeacebecausepoorcommunicationwillalwaysleadtoconflictbetweenmanagementandemployeeswhichwillhaveanegativeeffectontheachievementoftheorganizationoverallgoalsandobjectives.
5.2.	CONCLUSION
	ConclusionisadjudgetobefunctionalinanorganizationanditwillbetoonaïveofsomebodytothinkthatorganizationalwillexistwithoutconflictbecausetheinterestofmanagementwillalwaysbedifferentfromthatoftheworkersasinthecaseofICTILORIN.
	Conflictinindustrialrelationsforthemostpartisnormalandevennecessaryithadbothadvantageanddisadvantagefortheinstitutionandthesocietyatlarge.
	Fortheinstitutiondemandofworkersformanagementsearchforimprovedorfornewwelfarepackagesinordertomeetthedemandontheotherhanddemandswhichimpairtheefficiencyoftheinstitutionorresultsinanacceptablestandardtothelabourmarket,threatensthefutureoftheinstitutionbutthewelfareofthesocietymaybeadverselyaffectedbylowproductivityorefficiencytowardtoofairandbytheadverseeffectofincreaseproductivity.
	Conflictasthereforeconsideredapermanentfeatureofallspecialstructureslikecalculationsectorandinevitablewhetheratheindividualororganizationallevel.
5.3.	RECOMMENDATION
	Basedontheresearchfindingofthisstudy,thefollowingrecommendationsaregivenbytheresearcherstoservesasameansofimprovingontheaspectofconflictsmanagementinorganizationforbestperformance:
1.	ThegovernmentshouldensurethatresearchinstitutedespeciallyICTILORINarefundedadequatelyandalsothatmanagementshouldensureeffectivecommunicationchannelinorderforresourcestobeputintheirbestuse.
2.	Theorganization’smanagementandotherorganizationconflictsbecauseofitenormousadvantagesovermethods.
3.	Sinceorganizationalperformanceisafunctionofconflictmanagement,itismechanisminorganizationshouldbestraightenmoreinordertofurthertheimprovementintheorganization’sperformance.
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