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ABSTRACT
This project work is aimed at enlighten the general public on the effect of conflict management on business organization. A case study of International Tobacco Company Limited, Ilorin, Kwara State of Nigeria. The research has in mind that the result from this study will help to enlighten the readers of this research work, this will help to bring mind of the reader what conflict management is, and it effect on business organization international Tobacco company I.T.C. This project work has been carefully arranged in the following chapters.
Chapter one: consist of eight (8) different information. These are introduction which is a brief background information on conflict in a business organization objective of the study, statement of research problem research question, significance of the study, scope of the study, definition of the item and plan of the study. Chapter two will be talking about the literature review on both past and current review of introduction of meaning of conflict, organization of conflict level of conflict, type of conflicts, causes of conflict, source of conflict. Chapter three mainly on research methodology method of data population instrument used population size, the sample size, method of data analysis, best for reliability and validity of research instrument and historical background of international tobacco company Limited Ilorin. Chapter four: mainly on presentation and analysis of data, and analysis of response given by the staff of interaction tobacco company Limited Ilorin Kwara State of Nigeria. Chapter five Deals with summary of the may or findings conclusion of the study, limitation of the study, recommendation of the study, bibliography Appendix, Questionnaire
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CHAPTER ONE

INTRODUCTION

1.1
BACKGROUND OF THE STUDY


In all organizations, there are individual and groups competing for influence on resources, there are different opinions and value, conflict of priorities and goals. There are pressure groups and lob. Clique and cabals, triviality and bonds of alliance. All these point to the apparent manifestation of persistent confliction all organization.

The question may then be asked; is conflict uncivilized and becoming the natural outcome of countervailing forces to be understood and managed. But not eradicated?
There is no perfect organization on mathematical pure way of dealing with what an organization should do or how it should be run. These things rare eventually inside or outside the organization dominant coalition.
It makes sense, therefore, for people to capture some of what power to influence join or destroy the dominant coalition or at least to do their best to ensure that there are some consistency between their individual interest and value those persuaded and expressed by the organization who are involved in finding compromises, recording difference and living with what is possible rather than what might be done.
The essence of business organization is monthly the achievement of objectives set by its founder and added by its environment mainly the various.
In the final analysis, all encompassing objectives could be found for any organization which would have resulted from matching various compatible objectives are resolving mutually exclusive ones.

1.2
STATEMENT OF THE PROBLEMS

Conflicts are viewed by classical and human relation school of thought as destructive. This must be avoided at all cost which the behaviour school believed conflict is not only desirably UN avoided but energize a system to reach its optimum level faster.


Based on the above statement, the research will want to know whether in this approaching twenty first century, these views are still authentic or whether they are not or suppose to have a current hypothesis, to what extent can this be generalized on this era of globalization and useable economy.


The new to tackle these problems is crucial indeed and failure to do so may lead to an organization failure to achieve its objectives.


Therefore, this study will address the following firstly, the problem of recognizing desirable and undesirable conflictisition the organization.


Secondly, the problem of tolerating conflict within organization before the extent at which conflict should be tolerated within the organization.

1.3
RESEARCH QUESTIONS

The study sought to examine the conflict management procedures of the employees in west African Portland cement plc and the effect on the organization overall performance.


To accomplish the purpose of the study. The following questions are raised; what has been the interpersonal and inter-group relationship between and among employees in the organization.


What could be done to improve the relationship? Is there any significant relationship between heavily conflict and organization effectiveness


How can organization encourage health conflict and discourage unlikely conflict?


What should be the relationship between the employer and various government conflict management?
1.4
OBJECTIVES OF THE STUDY 

This research work is to determine the make up of people who occupy different levels of the organization pyramids called its manpower; those people have different culture skills and education background, as well as different value, perceptions expectations and role.
The degree with which she met with opposition in protecting her interest value and goal in the organization will determine the frequency of conflict accuracies.

a. To examine the nature and pattern of conflict 

b.  To discover the effect of conflict index on the productivity of workers.
c. Investigate conflict management that are operative in west African Portland cement plc.

1.5
RESEARCH HYPOTHESES

The effect of conflict management on business organization in the International Gobin Ventures, Ilorin will also determine the overall objectives of management towards the already stated problems.
Ho:
Conflict Management has no effect on Business Organization.

Hi:
Conflict Management has effect on Business Organization.

1.6
SIGNIFICANCE OF THE STUDY

This research work has contributed immensely to the recognition of conflict as tool of maximizing the potential of work force and exposure as manages to the usage of conflict resolution as one tool of developing compatible objectives for the categories of stake holders.


It develops manager’s skills and insight into the management of conflict and rearing the conflict that cannot be eliminated in organization. Academically, it contributed to the employer’s development of local hypothesis for the benefit of small scale industries and promoter and employee study on the topic.

This research work confirms that dynamism of other issues at hand and the velocity at which it diction benefits on conflict management.

1.7
SCOPE OF THE STUDY

The study is to critically examine, the conflict management in West Africa.

Portland cement plc and it focuses on the activities of the company within the (1989 – 1999).

The study also deals with various model conflict management sources and types of conflict.

The study, however, covers all categories of staff, the executive management, senior, junior management, supervisor and other workers at the three conceptions of the company that is in Lagos Head office Shagamu work and evekoro works.

Also, the study makes recommendations based on the findings about conflict. Some people may feel that a department must be accorded high recognition and others.
1.8
DEFINITION OF TERMS
1. Conflict: it is a process which begins when one part perceive that the other had frustrated or is about to frustrate his/her own effort.
2. Collective agreement: It is the outcome of the collection bargaining on terms and conditions of employment between the employee (union) and employer.
3. Employee: This is the person formonitary mean compensation.
4. Employer: he is the one who employs other because of his possession of men of a production.
5. Government: She is an institution of people gathering together to control the affairs of a country.
6. Grievance: It is a response to a given situation or environment.
7. Management: It is the act of getting their done through other
8. Organization: It is an arrangement that from a cooperate entity for the purpose of getting things done.
9. Strike: It is the temporary rescissions of work effect by employee in the pursuance of a grievance or demand.
10. Trade Union: An association of person in employment for collective strength in bargain or in regulation of employment relation.
CHAPTER TWO


LITERATURE REVIEW

2.1
INTRODUCTION
According to top Fashoyin (1974) in his books at the end of the 19th century the considerate of the classical economist gave way to those of the social reforms.

These scholars agreed that the view of classical economics considered conflict to be necessary and harmful; and that the appearance of conflict signified poor application of management principles in directing the affairs of the organization for instance, F.W Taylor believed that application of his scientific management principle would lead to disappearance of the old labour management conflict.

The view of the classical school started to change with the development of human relations and behavioural schools. They recognized the existence of conflict on organization, irrespective of management styles. They suggest that conflict may be disjuncture depending on how conflict if managed, managers therefore is not to suppress the conflict but a managed it so as to minimize its harmful aspect and maximize it to beneficial aspects.

According to “Karl Max (1982) a notable sociologist” Any social system is conflict oriented, and that attempt must be made to resolve those conflict arising from the interaction of the various sub-system within any given society. He also noted that history of all existing societies is its wealth.

To Koth person, the father of structure functionalism preparative revealed the following
a. Adaptation

Most of the matter was given keen classification through the research personal observation and involvement. The questionnaire for this project is drawn by the researcher and is divided into the following sections.
SECTION A

The respondents are to provide information including their sex, marital status, educations, year of serve in the organization, position in the organization and the nature of job in the organization.
SECTION B

The question in this section is designed for staff of INTERNATIONAL GOBIN VENTURES Nigeria plc shagamu in relation to the research work that is conflict in management in organization.

The following assumption is made regarding the questionnaire that is administered to the respondents.
a. That the information provided by the respondents is for the purpose of caring out this research and it will be free from external interference.
b. That the respondents were willing to complete the questionnaire without any based mind.
c. That the respondents represent the perception participate in the question asked.
d. That the questionnaire as a data collection instrument would really elicit the desired information from the respondents
b. Goal attainment

c. Bitengrating and

d. Latency

Also on industrial relations, there is what is referred to as “the system theory” by T. Dunlop this suggests quite obvious that the theory has been found useful within the industrial setting.

Industrial relations here is seen as system consisting of the actors, namely Labour management or employer and the state.
2.2
CONCEPTUAL FRAMEWORK

Refers to an opposition of interest of perspective when one plenty perceives that the other had been frustrated or is about to frustrate his/her own efforts.

According to scot and its colleagues (year) conflict is defines as the disagreement on area of common interest.

Margerison, sees conflict as divergent views of an individual at any point, when decision on common ground is necessary.
ORGANIZATIONAL CONFLICT

This is conflict which covers the total range of behaviour and attitudes that expresses opposition and divergent orientation between individual owners and mangers on one hand, and working people and their organization on the other hard.

Fashoyin defined organization confect as the “the state of individual dysfunctional” he stated categorically that it involves the inability of these major actors i.e. employers and employees within the work system to reach agreement on any issues connected with the objective of employers, employee’s interaction whether this inability results in strike or lockouts or other form of protestation.
LEVELS OF CONFLICT


Fajana (19) gave the following levels of conflict 

INTRAL PERSONAL CONFLICT: Conflict: conflict that an individual experienced within himself/ herself in choosing between incompatible goals.
INTER PERSONAL CONFLICT: this occurs when two individuals disagree about issues action or goals and where a joint outcome becomes important. It does exist because of the difference two individual perceptions, orientation and or status.
INTRA GROUP CONFLICT: This conflict exists between members of the same group. It may be either substantive or affective. Substantive conflict exists when various members of the same committee draw different conclusion from the data. On the other hand affective conflict is based on the emotional response to a situation.
INTER GROUP CONFLICT: conflict between two or more group within an organization’s unit initiate conflict over such issue as task, assignment of responsibility competition for sources and so on.
TYPES OF CONFLICT


Magerison make the explanation of conflict from the types namely.
Distributing conflict: this is refers as to dispute that arise in the making economics conflict; this conflict may emerge from the market situation outside the former.
Structural conflict: it does emerge from the interaction with in the formal structure of the organization. It is usually the result of failure to structure the organization property or to adopt, its structure in time of change, so as to deal with roles and authority problems.
Human relation conflict: This conflict is at the role of person’s level, exemplified by a clash of personalities or person with different view disputing social relations.
CAUSES OF CONFLICT
According to Obisis, there are wide ranges of factors responsible for conflicts in an organization are:
Difference in perception: in cohesive groups the possibilities of member perceiving thing differently are slim. But between two competing groups. Members tend to see thins from their group perspective, selfness or concern from group success if not the only cause of group difference in perception. Having eternalized some experience, human beings tend to get into functional taxation and interpret ideas and proposals with retrench only to such experience.
Competition over resources: It is the most difficult to avoid in an organization. This is so because at any point in time, some or all the productive resources are not likely to go round all groups as derived, even it is insufficient qualities, money, workers, machines, furniture and vehicles are often limited in supply and many departments groups can always use more resources than as made available to them.

This gives rise to competition may over the allocation of the different. The process of determining the resources. Allocation often gives rise not only to conflict between individual groups but also between coalitions of groups.

Conflicting objectives: sub-summed in the overall organization objective are the sub-goods of different department/ unit or groups. These sub goals ought to note to contradict each other or the whole organization where congruency is activating between the sub-goals and overall goals. Unfortunately, this deal is rarely achieved in most organization because the decentralization depart centralizations are judged by the level or the attachment of goals of the organization.

Disagreement would, therefore, arise in an attempting to define the nationality behind management action such disagreement lead to conflict.
Status difference and workflow: in organization work flow from one section or department to another either for control purpose or as a matter of need, often leads to conflict. Considering the fact that of an accountant is different from that of an engineer.
Ambitious authority and responsibility: The proper functioning of organization is the ultimate responsibility of top management or the board.

Top management is also the depository of the ultimate authority in an organization.

It is not; however, usually possible for those who have responsibility but where the delegation and authority is not properly defined, it will promote conflict in the organization.

Personality clash: This is a cause of conflict that surfaces only when the conflict situation becomes antagonistic and openly in co-operative difference of group leadership styles, prejudice, based on attitude beliefs and motivation of group leaders are in the cause of conflict especially in case where the physical operations and functions are necessarily closed.
SOURCE OF CONFLICT

Ebeloku (19…) classified that sources ratio two (2) the cause of the disagreement arising within the organization (internal) or outside it (external).

Internal source: confliction orientation within a work setting centers basically on the opposed nature of the possible of the employers in seeking the greatest possible output at the least cost. He is therefore, certainly seeking to lower the range rate to lengthen the hours of work to spend up the workers to discharge workers whenever it is temporarily economical on the one hand.

On the other hand, the Union which presents the work group is seeking continuous employment of its member at the highest possible conditions in respect to work safety, comfort and sanitation esteem social contracts and opportunity for self actualization with the opposing interest, conflict is, therefore, source internally.
External source: These include government industrial and economic politics, the nature of labour legislation, unpatriotic and unethical behaviours of the political and economic classes, natural economic miss management and general distribution of wealth and power in the society.

These are events outside the organization; they have important bearing on the choice of action and strategies of the others.
2.3
THEORETICAL FRAMEWORK
Organization involves the grouping of people and other resources together to produce goods and service, through the embodiment of the collective knowledge, value and vision of people who are consciously (and sometimes unconsciously) making attempt through to obtain something they desire or value.

According to parker, it is the social entity formed by a group of people working together with the aim of accomplishing the stipulated goals.
Otokiti, gives the following view of organization

Organization is a system of structure and function

Organization is a processing system

Organization is an input/ out system

Organization is structure of sub-group
Organization is an exchange agent with its environment

Organization is a cultural product.
ORGANIZATION PROCESS

According to Otokuti; the process of organization may well be described as the harmonized; coordinated or arranged logically, the managerial function or organization consisting in making a rational division of work into group of activities and trying together the position representing grouping of activities and orderly structure for the accomplishing of work.

Otokiti developed the following step to be taken
1. Determination of objectives: since organizations are belt around objectives, this may well be regarded as the first step in building up an organization it will consist of deciding why the nature of work to be accomplished through the organization.
2. Enhmeration of activities: this first step in organizing group’s effort is the division of the total job and essential activities. The worker in industrial concern may be divided into the following major functions.
a. Productions
b. Financing

c. Purchasing

d. Sales

e. Personal

iii. Classification activities: the next step will be to classifying activities according to similarities and common purpose and function and taking the human and material resources into consideration.
iv. Fitting individual into function: Having determined the various parts and portion of the job to be done the next step will be for fix suitable and well qualified person into those activities.
v. Assignment of authority of action: This refers to each members of the group of person available for a particular part of the job: having been given the responsibility for his completion, he will be able to take steps to complete the assigned part of the job.
TYPES OF ORGANIZATION
Nwachukwu (1992) grouped organization into 2 types namely; formal and informal organization
He described formal organization as planned pattern of behaviours of individual and group in an objective, to an organization.

Koixit and Wehrich (1980) observed that it “means an intentional structure of roles in a formally organized enterprise” formal organizations are sometimes referred to as standardized organization. Thus, it is a conscious co-ordination of effort of individuals by the management.

Formal organization reduces incorrect and inappropriate behaviours, allow for an easy assignment of responsibility and accountability, predict ability of likely result of activities and outline activities are usually made formal

Otikiti (2002), perceived informal organization as the relationships between people in an organization based only on procedures and regulation but on personal attitudes, which are prejudices like sand dislikes. Since, the informal organization has the basis in the emotions and attitude of people, management cannot effective and expeditious unless it recognizes and makes use of the informal organization for realizing organizational objectives
ORGANIZATION THEORY

According to code (1993) organization of a business is virtually in all situation where members of people are brought together to achieve a common goal. This will be viewed from the two perspectives.
1. System theory
2. Contingency theory

System theory: organization is viewed as a system which is the collection of inter-related part which form some whole. The system is seen to be “closed” closed system are described as those which did not interact with their internal environment.
3. Open system was describe as those which relied on interaction with their environment for survival lend growth. Biological systems and social system the likely example.

Contingency theory: it aimed at determining organization structure on the height of various related factors such as environment and technology and at a particular point in time, bring out the differentiation and integration within the organization and to define and assist in the pressure posed by environment.

In particular, such sums were able to lend conflict in constructive ways.
CHAPTER THREE
RESEARCH METHODOLOGY

3.1
INTRODUCTION

This chapter has been divided into sectors to cover the research questions and hypothesis. The method used in finding out the condition under which certain phenomenal occur and the condition which it does not occur in what might appear to be similar circumstances. The method employed in carrying out the research work are: primary and secondary data this section deals with the method which will help us in suggesting ways of finding out how conflict could be manages in an organization.
3.2 RESEARCH DESIGN

For the purpose of this research work, the survey designed method is used, according to Asika is that research method which lack control, the researcher is interested in observing what is happening to sample subject or variable without any attempt to manipulate or control them.
3.3 POPULATION OF THE STUDY
Havold (1990) refers to the population or universe as the build from which the sample is drawn, hence, for the purpose of the research work, the population size as the title suggest while the specific sampling is focused on the entire organization as a case study twenty two (22) questions were distributed to the staff of the organization since the research project is supposed to be limited to the case study which form the model for International Tobacco Company, Ilorin.

3.4
SAMPLING TECHNIQUES AND SAMPLING SIZE
Sampling is that position of the population that is selected for study and examination to arrive at a conclusion that will generalize the population after the study.


There are various ways of selecting a sample this includes simple random sampling, stratified sampling, systematic sampling, etc.


For the study simply random sampling are used as it would seem a life link undertaken if the entire population size under study is to be considered.


Caswell (1996) argues that sample random sampling is the one taken in such a way that every member of the population stands an equal chance of being selected as part of the sample.


The element selected for the study was one that could be easily accessed and which could give the necessary information, twenty two (22) questionnaire were administered to the staff of International Tobacco Company, Ilorin which cut across all cadres of organization that is relevant to the study. This number may seen too small to represent the population but it was drawn as a sample.
3.5 METHOD OF DATA COLLECTION

Data for the purpose of this research work was collected by questionnaire, which were administered on some staff of the company to elicit information from them. There are two sources of data collection primary and secondary sources.
PRIMARY DATA

This refers to data which are collected by the research himself for specific purpose. It is data that are usually original to the research and to which he can claim copyright.

This data can be done through personal interview, telephone etc. therefore, for the purpose of this research work, research intends to use the distribution of questionnaire to the staff of the organization
SECONDARY DATA

This refers to data that are more readily accessible to the research than that of primary data.

It is a data that is collected seldom for their research work, both primary and secondary data will be used. The consultations of textbooks, journals, magazines etc. on the subject matter are consulted for correct information.
3.6
INSTRUMENTS OF DATA COLLECTION


The research instrument that shall be used for this study is the questionnaire. The questionnaire is structured in accordance with the stated research questions and hypotheses. The questionnaire is divided into two sections.

Section A comprises of questions relating to the demographic characteristics of the respondents, while section B comprises of questions relating to Conflict management.
3.7
METHOD OF DATA ANALYSIS

Asika (1991) says “research design in the structuring of investigating aimed at identifying variables and their relationship to one another and it is outline or schemed that serve as a useful guide to the researcher in his effort to general data for study”

For the purpose of this research, work, the survey designed method is used, this according to Asika is that research method which lack control, the researcher is interested in observing what is happening to sample subject or variable without any attempt to manipulate or control them.
3.8
HISTORICAL BACKGROUND OF GOBIN COMPANY  


The company was incorporate on 8th November 1962 as a private company under the name of Gobin Company Limited by C.N.A Holding international group and the Northern Nigeria Investment Limited for the purpose of cigarette manufacturing in Nigeria. The business really started in 1964.


By 1976, the company found itself in need of cigarette manufacturing, marketing, management as well as capital continue fund to develop its operations. The partner therefore united Philip Morris incorporating the holding international Gobin Company based in the United States of America into the business. 


In 1969, the company name was changed to Philip Morris Nigeria Limited through the sustained investment made by the American firm. 


During this period, the Nigeria Enterprise Promotion Decree of 1977, which compelled operation in Nigeria to have 40% equity shares of the business while Philip Morris has 60%. 


Consequently, the name of the company changed to international cigarette company as the trading name. 


The company present business consists of the manufacture of well-known cigarette brands at Ilorin factory and sales in Nigeria. They include link, green-spot, Marboro, target and big town. It is hoped that in the nearest future more brands may be introduced to take advantage of the already expanding market share of the company. The company markets its products through a network of independent Nigeria distributors.

CHAPTER FOUR: 
DATA PRESENTATION AND ANALYSIS
4.1
INTRODUCTION

In this chapter, the data and information gathered will then be analyzed to arrive at reasonable conclusions.
4.2
DATA PRESENTATION AND ANALYSIS
TABLE 4.1 AGE STRUCTURES OF THE RESPONDENTSS
	Age class 
	Number of respondents
	Percentage

	16-25
	1
	5

	26-35
	10
	50

	35-44
	6
	30

	44 – ABOVE
	3
	15

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

According to the table 4.1, greater numbers of the respondents are within age range of 26-35 which represent 50% while the remaining 50% is shares among other ranges
TABLE 4.2
EDUCATION QUALIFICATIONS OF RESPONDENTSS
	Qualification 
	Number of respondents
	Percentage

	WASC/GCE
	1
	5

	ND/ A LEVEL
	2
	10

	HND/B.SC
	8
	40

	M.SC
	4
	20

	OTHER
	5
	25

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

The above table 4.2 reveals the either of worker, International Tobacco Company as such conflict management is inevitable in such organization if they are to retain these workers.
TABLE 4.3
PRESENTATIONS OF RESPONDENTS IN THE ORGANIZATION
	Present position
	Number of respondents
	Percentage

	Management staff
	6
	30

	Senior staff
	10
	50

	Junior staff
	4
	20

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

The above table 4.3 indicates that majority of the staff are senior staff and this, of course, represents the strength of the organization.
TABLE 4.4
PROFESSIONS OF THE RESPONDENTS
	Profession 
	Number of respondents
	Percentage

	Food scientist
	2
	10

	Accountants
	3
	15

	Administration
	10
	50

	Secretary
	2
	10

	Microbiologist
	3
	15

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

The above table 4.4 shows that almost every area of profession is covered for the sampling and there are certain the validity of the research.
TABLE 4.5
IS YOUR ORGANIZATION EXPERIENCING ANY FORM OF CONFLICT?
	Alternative
	Number of respondents
	Percentage

	Yes
	14
	70

	No 
	6
	30

	Total
	20
	100


SOURCE:
FIELD SURVEY, 2025

The above table 4.5 shows that 14 respondents representing 70 percent agreed that the work environment is conductive for harmonious relationship between the parties while 6 respondents representing 30 percent disagreed.

This shows clearly that International Tobacco Company working environment is not the cause of conflict.
TABLE 4.6 IS THE COMMUNICATION NETWORK OF YOUR ORGANIZATION PROPERLY DEFINED?
	Alternative 
	Number of respondents
	Percentage

	Yes
	15
	75

	No 
	5
	25

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

From the above table 4.6, 15 respondents representing 75 percent believed that the communication network is clearly defined while 5 respondents representing 25 percent disagreed. This, of course, will aid the management of conflict and also reduce the level of conflict in the organization.
TABLE 4.7 IF NO, HAS IT CONTRIBUTE TO CONFLICT IN YOUR ORGANIZATION?
	Alternative 
	Number of respondents
	Percentage

	Yes
	20
	100

	No 
	-
	-

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

From the above table 4.7, 20 respondents representing 100 percent agreed that the communication network is badly defined and thus, being the major source of conflict in INTERNATIONAL TOBACCO COMPANY Nigeria plc.
TABLE 4.8: DO YOU THINK EXTERNAL PARTY HAS BEEN A SOURCE OF CONFLICT IN YOUR ORGANIZATION.
	Alternative 
	Number of respondents
	Percentage

	Yes
	7
	135

	No 
	13
	65

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

From the above table 4.8, 7 respondents representing 35 percent agreed that external party has been a source of conflict white B respondents representing 66 percent disagreed. This shows that the major causes of conflict are strictly internal with minimal external cause; thus, it will be easy for the management to manage the conflict.
TABLE 4.9 IS THERE ANY ROOM FOR EMPLOYEE’S UNIT IN YOUR ORGANIZATION?
	Alternative 
	Number of respondents
	Percentage

	Yes
	19
	89

	No 
	02
	11

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

The table 4.9 above shows that a respondents agreed to the effectiveness of the complaint unto while 2 respondents representing 11 percent disagreed. From this, there is sound labour management relationship which is imperative for peaceful co-existence of parties at work.
TABLE 4:10
DO YOU THINK GOVERNMENT POLICIES ON LABOUR MATER DO NOT CREATE CONFLICT?
	Alternative 
	Number of respondents
	Percentage

	Yes
	12
	60

	No 
	8
	40

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

From the above table 4.10, 12 respondents representing 60% agreed that government policy on labour matter does not create conflict white 8 respondents representing 40 percent debunked the claim. This shows that the cause of conflict had been relatively internet.
TABLE 4.11: HAS CONFLICT BEEN PROPERLY MANAGED IN YOUR ORGANIZATION?
	Alternative 
	Number of respondents
	Percentage

	Yes
	15
	75

	No 
	5
	25

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025


From the table 4.11 above 15 respondents representing 75 percent agreed, that conflict has been properly managed white 5 respondents representing 25 percent of the respondents disagreed on the claim, in the disputing one would agreed that conflict has been properly managed and that has been the causes of increase in INTERNATIONAL TOBACCO COMPANY level of productivity.
TABLE: 4.12, IS THE CONFLICT MANAGEMENT MECHANISMS EMPLOYED EFFECTIVE?
	Alternative 
	Number of respondents
	Percentage

	Yes
	12
	60

	No 
	8
	40

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

The table 4.12 above indicates that 12 respondents representing 60 percent agreed on the effectiveness while 8 respondents representing 40 percent disagreed.

This shows that the organization has been operating peaceful as conflict cannot be avoided but managed.
TABLE 4.13:
DOES CONFLICT MANAGEMENT IMPROVE THE LEVEL OF ORGANIZATION PRODUCTIVITY?
	Alternative 
	Number of respondents
	Percentage

	Yes
	18
	90

	No 
	02
	10

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

The above table 4.13 shows that 18 respondents representing 90 percent agreed in the increased input of conflict management productivity while 2 representing 10 percent disagreed. From every indication, there has been positive effect of conflict management on INTERNATIONAL TOBACCO COMPANY productivity level.
TABLE 4:14;
DO YOU HAVE TRADE UNION IN YOU ORGANIZATION?
	Alternative 
	Number of respondents
	Percentage

	Yes
	20
	100

	No 
	-
	-

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

From the table 4.14, 20 respondents representing the whole population sample agreed that those in trade union of the organization. This means that employees have common front, there by bringing out a sound labour management relationship.
TABLE 4.15.
ARE YOU OF THE UNION?
	Alternative 
	Number of respondents
	Percentage

	Yes
	16
	80

	No 
	04
	20

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

From the above table 4.15, 16 respondents representing 80 percent are members of trade union while 4 respondents representing 20 percent are non – members they must have been part of the management.

This is an indication that workers are with a collective voice and presenting collecting issues, the strength in Ilorin group will not have given management the opportunity to manipulate things that can generated conflict.
TABLE 4.16
IS THE UNION EFFECTIVE?
	Alternative 
	Number of respondents
	Percentage

	Yes
	13
	81

	No 
	03
	19

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

From the table 4.16 above, 13 respondents representing 81% agreed that the trade union is effective while 3 respondents representing 19 percent disagreed. This shows that the union is effective in actualizing its objectives, banking the undue advantage stands of management on common is
TABLE 4.17: 
HAS THE ORGANIZATION EXPERIENCED INDUSTRIAL UNREST BEFORE?
	Alternative 
	Number of respondents
	Percentage

	Yes
	01
	05

	No 
	19
	95

	TOTAL
	20
	100


SOURCE:
FIELD SURVEY, 2025

From the table 4.17 above 01 respondent representing 5 percent indicate that the organization has experienced industrial unrest before while 19 respondents representing 95 percent debunked the claim. It is, therefore, imaginable that INTERNATIONAL TOBACCO COMPANY has been enjoying industrial vest and has proven the level of cordial relationship of employed to employer.
4.3
DISCUSSION OF FINDINGS
Ho:
Conflict Management has no effect on business organization

Hi:
Ho:
Conflict Management has effect on business organization
Do proper conflicts have effect on business organization?

	Alternative
	Respondents
	Percentage

	Yes
	15
	75

	No
	5
	25

	Total
	20
	100



From the above table 4.13, 15 respondents representing 75% agreed that conflict has effect on business organization while 5 respondents representing 15% disagreed that conflict has effect on business organization.


To test hypothesis one, conflict has no effect on business organization will be used to test hypothesis two, conflict has effect on business organization will used.


The Null hypothesis represent 5 respondents will be rejected while the alternative hypothesis representing 15 respondents will be accepted.

CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1
SUMMARY OF FINDINGS

This project work has been able to look into management of conflict in an organization; the causes of conflict in an organization were also examined.

The hypothesis stated at the genesis of this project was jointly tested, using statistical percentages and chi-square from which the research was able to deduce the following.

Firstly, it was discovered that the presence of conflict in an organization is perceived to be good in GOBIN. Although, the conflict in the company is said to be inherent and inevitable since the communication network contributes to conflict resolution process in an effective way in the organization.

Secondly, timely management of conflict improved the moral of employees, thereby increasing the level of average employee productivity in the organization.

It was also established that industrial peace was often sustained by the internal mechanisms for the management of conflict.

Using the same analytical method as mentioned above, it was inferred that the main cause of conflict in GOBIN Nigeria Plc was a result of lack of adequate communication from the interpretation of the questionnaire, the most common grievance do involve welfare, package policy un implementation and wages and salary variations.

Similarity, the method so far adopted in his organization in the settlement of conflict is collective bargaining and joint consultation.
5.2
CONCLUSION

Based on the findings of the study, the following conclusions were drawn.

Conflict management is paramount for any organization to survive. The various relevant concepts was examined, including the service of conflict, its management, internal and external mechanisms, parts to management to conflict consequently, it can be rightly concluded that there is no way an organization or company can exist without the present or organization.

It is important to note that management perceived the arrival of conflict as good and sees hoe it can be properly managed since it cannot be eradicated from the organization and avoided.

Employees naturally are insatiable and on management would meet the unending element but it is pertinent for management to be dynamic in issues that have to do with employee to forestall possible face off between the actors.
5.3
RECOMMENDATIONS

Since one of the major cause of interpersonal intergroup conflict is incompatible of objectives either individually or collectively. It will be most appropriate to further cultivate and develop the work habit of clearly democratic responsibility and authority lives. While the development of an effective conflict management procedure is paramount mangers should accept conflict as a natural occurrence that should not be totally avoided or ignored if any organization must be move forward.

The environment must be made conducive for healthy conflict and unconfined for dysfunctional conflict.

In order to create a desirable environment for conflict within the organization, the following recommendation are needed, compromise should be seen as a way of life. It is a give and take approach. Therefore, comproving is recommended as conflict resolution procedure.

Healthy conflict could be stimulated by putting individuals group into healthy competition with one another.

Management/ mangers should desist from those conflicts that focus on self interest and personality and they should engage in these conflicts that centers on issues of group goals. The maintenance of free flow of information is hereby recommended most importantly, information relating to group or individuals must be clearly stated in form of their responsibilities. Manager should avoid assigning overlapping responsibilities to sub-ordinates.
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QUESTIONNAIRE
Please tick ‘x’ in the appropriate boxes in relevant case
Section A

1. Sex: Male [    ] female [    ]

2. Age: 16-20 [    ] 21-30 [    ] 31-40[    ] 40 above [    ]
3. Marital status: single [    ] married
4. Education qualification:
WASCE/GCE [    ] ND/A LEVEL [    ] HND/B.SC [    ] M.SC [    ] 
OTHERS [    ]

5. Profession: food technologist [    ] administrator [    ] Micro biologist [    ] security [    ] accounting [    ]
6. Length of service: Less than 5 years [    ] 5-10 years [    ] 10-15 years [    ] 15-20 yeas [    ] 
20 and above [    ]
7. present position on the organization: Management staff [    ] senior staff resolution [    ] junior staff [    ]
8. Salary bracket (a) N30,000-50,000 [   ]
(b) N51,000-80,000 [    ]
(c)
N 81,000 – 100,000 [    ]
(d)
N 100,000 – 150, 000 n[    ]
9. present location (a) Head of office [    ]
(b) Shagamu [    ] 
10. Evekoro [    ]

SECTION B

11. If organization expecting any form of conflict? 
(a) yes [    ] (b) no [    ]
12. do you think the work environment is conducive for harmonios relationship between the parties?
(a) yes [    ] (b) no [    ]

13. Is the communication network of your organization properly defined?
(a) yes [    ] (b) no [    ]
14. If no, has it contributed to conflict in your organization?
(a) yes [    ] (b) no [    ]
15. do you think external part has been a source of conflict in your organization
(a) yes [    ] (b) no [    ]
16. is there any room for employee complaint unition your organization?
(a) yes [    ] (b) no [    ]
17. If yes, is the unit effective?
(a) yes [    ] (b) no [    ]
18. Do you thin government policies on labour matter does not create conflict?
(a) yes [    ] (b) no [    ]
19. Has conflict been properly managed in your organization
(a) yes [    ] (b) no [    ]
20. is the conflict management employed effective?
(a) yes [    ] (b) no [    ]

21. has conflict management employed effective?
(a) yes [    ] (b) no [    ]
22. Do you have trade union in your organization?
(a) yes [    ] (b) no [    ]

23. Are you a member of the union?
(a) yes [    ] (b) no [    ]
24. is the Union effective?
(a) yes [    ] (b) no [    ]

25. Has the management experienced industrial interest before?
(a) yes [    ] (b) no [    ]
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