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CHAPTER ONE
					INTRODUCTION
1.1.	Background to the study
Conflict is an element of any labour management relationship. In work situation which may tend to conflict with each other. Also is every organization where people who different background have interact in the collectives efforts towards achieving a common goals. Conflict is bound to ensure. This is because in addition to the common work place. His own personal amabition whch earnestly ensureto achieve alongside the organizational goals (Bagshaw, 1998).
	This individual goal or interest may not be compatible with what of other members, this there is clash of interest. For example management is often commited to pursuing a goal of profit maximization through rationalization policies welfare packaged which tend to result in higher cost of doing business to the management union wants effective participation in most factory shop decision even at file expose of encroaching on area that fall exclusively within the confinement of management cannot but resist therefore, it is obvious that conflict is herent in every organization (be it private or public) are perceived to always assume that conflict necessarily damage the relationship that exist within work place. It is based on the foregoing that a research study of measurement of conflicts effectiveness and efficiency became a subject of interest.
[bookmark: _GoBack]Conflict that supports the goal for the group and improve the group’s performance can be classified as functional conflict (Darling and Walker, 2007). This type of conflict is constructive in nature and the base assumption is that, it will have a positive effect on the organization performance for example, this types of conflict can cause ideas belief and assumption to be challenged (Bagshaw 1998). This in turn can lead to innovation and the willingness to consider fresh tactics. There can also be information exchange honest and frees expression of opinion (Rivers, 2005) constructive conflict can also be a catalyst for action (darling and for mere anticipation of future conflict can instigate action  (darling and walker 2007) conflict is a key ingredient to organizational changes functional conflict can therefore not only be responsible for organization change (Olakunle, 2008) on the other hand according to Olakunle (2008) conflict they functional when its absorbs organizational efforts and resources without producing anything, when consciously or unconsciously sabotage and subert primary organizational goals dysfunctional or destructive conflict breaks an organizational down. 
Interdepartmental conflict can for instance disturb resource tunes in other departments. (Maltz and Kohili, 2008). Other instances of dysfunctional conflict regularly found in organization include interference with another functions work by with holding information and the forming of coalition to block certain proposals (Barclay, 1991) there are also passive ways to use conflict to be destructive. This might include a lack of responsiveness to request a deliberate rigid adherence to organization procedure more of functional conflict with perform better which is performed than dysfunctional conflict because it support group goals and improvement performance.



1.2.	Statement of the problem
	The real challenge managers are facing today is the necessity of understanding and learning how to respond positively and creatively to conflict at the various levels and in the widely diverse areas found in the organization. Conflict, if not properly managed can cause problem in job satisfaction and organizational commitment, thus, leading to an un-conducive atmosphere, strikes, labour disputes and unrest, distress on the part of the organization as well as hindering the realization of the organizational goals and objectives.
Poor motivation of workers reduces their output, and this results in low profit to the organization. Employees are also being affected. in the area of poor interpersonal relationship, loss of payment, and dismissal from employment or eventual loss of life and time constraint. The effect of such problem is like ill winds that blow nobody any good and it affects organizational performance. All organization stakeholders are usually affected. Industrial conflict have the potency of social disorder; instability and mass unemployment could affect the government's ability to fulfill it's obligation to the citizenry.
Otobo (1987) writing on effects of strikes and lockouts examined resultant effects of industrial conflict at three levels namely psychological, political and economic. In all, every party to industrial action is affected. The need for an effective conflict management to ameliorate the problems emanating from conflict and assist organization in their struggle for the attainment of corporate objective cannot be over-emphasized. The 'industrial relation climate in Olam Flour Mill will be the focus on this study.
In course of this study, the researcher aim to avert several challenges that firms face, there is need to control conflicts using appropriate conflict management styles such as collaborating, accommodating, avoiding, confrontation/fighting, obliging, compromising etc. The primary challenge of this study is therefore: to ascertain how conflict can be managed and controlled with the aforementioned styles, so that they can become constructive rather than destructive, open rather than hidden, minimal rather than immense.  Furthermore, the study addresses the effect of collaborating style on employee performance, the nature of the relationship between compromising style and the customer satisfaction, the influence of accommodating style on productivity and the extent of the relationship between competing style and efficiency of manufacturing firms in Olam Flour Mill Ilorin, Kwara State.
1.3.	Research questions
		The research question that will guide the study will include:
i.	To what extent has effective conflict management contributed to the realization of the goals, objective, vision and existence of organization.
ii.	what are the factors responsible for industrial conflict in most business organization?
iii.	Does any relationship exist between rate of conflict in an organization and its images.
iv.	Of what importance is the roles of conflict to the success and performance of business organization?
1.4.	Objectives of the study
i.	To examine the impact of conflict on the productivity of the organization.
ii.	To examine the impact of conflict management on organizational well being.
iii.	To examine the impact of conflict management on performance.
iv.	To examine the effect of conflict management on the organizational coordinator.
1.5.	Research hypotheses
	It there will be no need to embark on a research project. I.e all effort for the purpose of testing hypothesis providing answers to research question.
	Consideration this project work hypothesis to be tested are stated below.
Ho: Conflict management have impact on the productivity of the organization.
Hi: Conflict management have no impact on the productivity of the organization.
Ho: Conflict management have impact on well being of employee’s in the 
organization.
Hi: Conflict management have no impact on well being of employee’s in the 
organization.
1.6.	Significance of the Study
	The significance of the study can be viewed from Ho(2) major stand points, practical and academic.
 This research work will help employees, it will further expose the relationship existing between conflict management and organization effectiveness which will be interest to them in their respective organization. To policy makers and management it will present a scheme through its analysis that could assist them in aviating establishment in not only to pursue their varriding objectives of profit making but also to remain relevant in the business for which they were known by performing such a function as good welfare package for workers among others.
Also, to economic watches and the interested public, it will provide some insight into the conflict management strategies and approaches of business organization in Nigeria.
It will suggest way (of interest to academic) based on empirical evidence of enhancing the conflict management situation in Nigeria bearing in mind that improvement in the level of conflict resolution of organization in a country signify that the country signify that the country is partly developing or not. 
The study will also serve as a body reserved knowledge to be referred to by other researcher who may want to pick and interest in their area of study.
1.7	scope of the study
	The study in every way attempts to determine the impact of conflict management on the efficiency and effectiveness of business impact measurement of the various strategic tools or methods of conflict management opened to organization the research will be conducted on the Olam Flour Mill in Ilorin as our Unit of analysis in the Nigeria economy. Therefore a survey of the officials of the functional areas of this establishment will comprises of our major source of comparative data and information.
1.8.	Definition of terms
	For the purpose of this study certain word would be regularly used are capable of assuming different terms meaning and situation. Therefore, its imperative to clearly define or operationalize them, so as to  facilitate a clearer understanding  and perception of the subjects matter as they are used in this research work, they are as follows.
· CONFLICT: A disagreement over issue of substance and emotional antagonism
· INDUSTRIAL: Conflict in about of labour and management to reach agreement on any issue connected with the objectives of employer – employee internation.
· ORGANIZATION EFFECTIVENESS: The continues existence or forgoing ahead of a company despite completion.
· EFFECTS:	The oxford dictionary of current English defined affect as the result or consequence of an action.
· MANAGEMENT:	The act or skill of dealing with a situation that needs to be controlled in some ways
· CONFLICT RESOLUTION:	The removal of the reason substantial and for emotional for a conflict.
· MANAGEMENT CONFLICT:	The methods approaches art or style of handling conflict usually be expert industrial relation fields.

CHAPTER TWO
2.0.	LITERATURE REVIEW
2.1.	Introduction
	If truly effective conflict management system will minimize the complex involved in planning executing and controlling a supply chain network which critical to business success. The opportunity available by improving an organization conflict management can significantly improve bottom one business performance.
	Often times conflict tends to show the performance of organization and also reduce the effective usage of organization resources. As  a result there is a act of management emphasis on keeping conflict down so that they will not too much cast.
2.2	Conceptual Review
2.2.1.	Concept of conflict
		Robbins and judge (2009) defines conflict as process that begins where one party perceive that another party has negative affected, or is about to negatively affect something that the first party care about conflict is about perception, not necessary real hard. It points to the above states that conflict is a process of social interaction. It involves a struggle over claims to resources, power, states, beliefs preferences and desires walker (2007) linked this idea to the organization by stating that even when conflict is a natural phenomenon in social relation (As natural as harmony) it can nevertheless be managed within organization. They add that conflict may have both positive as well as negative consequences within the organization, the submission above blend with the fact that conflict can never be totally eliminated within organization but can be efficiency managed I order to more organization to greater height and performance level. 
		This scholar agreed that the reviews of classical economics considered conflict to be necessary and harmful, that the appearance of conflict signified poor application of management principles in directing the affair of the organization for Frederick W. Taylor (2006) 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 the development of human relations and behavioral schools. They recognized the existence of conflict on organization, irrespective of management styles. They suggest that conflict is managed, managers therefore is not to suppress the conflict but to manage it so as to minimize it to beneficial aspects.
		According to ‘Kaarlmarx a socialist, (2004)’ any social system is conflict oriented, and that attempt must be made to resolve those conflicts arising from the interaction of the various sub-systems within any giving society. He also noted that history of all existing society is its wealth. To Koth person, the father of structure functionalism preparative revealed the following adaptation. Most of the matter was giving keen classification through the research personal observation and involvement.

2.2.2	FUNCTIONAL VERSUS DISFUNCTIONAL CONFLICT
	Conflict that supports the goal for the group and improve the groups performance can be classified as functional conflict (darling and walker) 2007. This type of conflict is constructive in nature and the base assumption is that, it will have a positive effect on the organization performance for example, this types of conflict can cause ideas belief and assumption to be challenged (Bagshaw 1998). This in turn can lead to innovation and the willingness to consider fresh tactics. There can also be information exchange honest and frees expression of opinion (Rivers, 2005) constructive conflict can also be a catalyst for action (darling and for mere anticipation of future conflict can instigate action  (darling and walker 2007) conflict is a key ingredient to organizational changes functional conflict can therefore not only be responsible for organization change (Olakunle, 2008) on the other hand according to Olakunle (2008) conflict they functional when its absorbs organizational efforts and resources without producing anything, when consciously or unconsciously sabotage and subert primary organizational goals dysfunctional or destructive conflict breaks an organizational down. Interdepartmental conflict can for instance disturb resource tunes in other departments. (maltz and kohili) 2008. Other instances of dysfunctional conflict regularly found in organization include interference with another functions work by with holding information and the forming of coalition to block certain proposals (Barclay, 1991) there are also passive ways to use conflict to be destructive. This might include a lack of responsiveness to request a deliberate rigid adherence to organization procedure more of functional conflict with perform better which is performed than dysfunctional conflict because it support group goals and improvement performance.
2.2.2.	CAUSE OF CONFLICT
	Conflict can arises in different situation deutch and cole man (2006) identified some of the causes of conflict to include the following difference in knowledge belief and basic values, competition for position power and recognition, a need for tension release, a drive for autorons personal distice, and differing perception or attributed bought about by the organizational structure different role structure, hereby entity of the work force environment changes, differences in goods diverse economics interest, loyalties of groups and values discrepancies which were all considered at various stage as major causes of conflict in organization. It avaing (2004) indicated that causes of conflict in organization will also include resource availability affirmative action programmer the sure of content of work load, the introduction of now management techniques and differences of cultural and racial nature.
	A typology that further categories source of conflict is offered by kreitner and kinck. (2001) who differentiate between structure factors (causes) that is those that develop from within the organization and originated from the manner in which work is organization and originated from the manner in which emerges as a result of individual. Differences among employees Robbin and Judge (2009) identified some source and cause of conflict in organization to include scarce resources, task dependency. Communication backdown personally dashes and the ambiguities.
2.2.3.	LEVEL OF CONFLICT
	Olakunle (2008) identified six different levels of conflict interpersonal, intra – group, inter – group, intra personals intra – organizational and inter – organizational and inter – organizational levels interpersonal conflict refers to conflict between two or more individual s (not representing) the group they are just part of the same or different group at the same or different group at the different level if in one organization. Intra – group conflict focuses on conflict writing the group as a whole as well as the individual members intra – group conflict substantive conflict refers to conflict based on the nature of the task or on the “content” issues it is associated with intellectual disagreements among the group members. Affective conflict derives primarily from the emotional response are used during interpersonal dashes (Olakunle 2008)
	Inter group conflict focuses on conflict between two or more group. Intergroup conflict can have negative side. Effects which can persist long after the competition it over. Therefore managers, must minimize by intergroup conflicts possible, and handle and conflict occurs when an individual, often involves some form of goods conflict or cognitive conflict for instance goals conflicts occur for individual when their behavior results in our come that are mutually excusive or have compatible elements.
INTRA – ORGANIZATIONAL CONFLICT: According to Olakunle (2008) is a type of conflicts situation between two among organization.
2.2.4	MANAGEMENT OF CONFLICT 
	Many porker foleet conflict management strategy was adapted as theoretical base for this study the theory was developed by many parker follert in her, creative experience a paper she wrote in 1925 conflict to her is not welfare but is any an appearance of difference. Different in opinions, interest, not only between employers and employees but also between managers between directors or wherever differences appears. She further submitted that conflict may more verbal disagreement to physical or even bloody an formation she opened that conflict could be bad or good or neither good or bad depending on the situation. Conflict also provides good or bad out come depending on the manner it is interpreted understood and resolved by the affected parties (April 2009) the therefore suggested three different ways of management or resolving conflict in an organization viz.
i.	Dominance
ii.	Compromise
iii.	integration 
1.	Dominance: The management of conflict through dominance implies a victory for one party over the other it would requires the use of force and suppression of the part by the strong in the case, it does not necessarily mean that the conflict is resolved. As far as follest is concerned this method of managing conflict is like sweeping the dust under the carpet (April 2009)
2.	Compromise: under this method each party in the conflict situation surrenders certain value or interest in order to allow peace to reign she paint our however, that just like the first method (Domination) this method has its own short coming with the magnitude of the short comings depending on each conflict situation, environment and the extent of the compromise or values surrendered by each party in the conflict resolved through this method is not the best despite its acceptance because it may simply suspend yet a greater magnitude of the problem which is likely to resurface in either that same from or in an entirely different manner often also people resist the temptation of reaching compromise due to ego clashes or stated position (April 2008).
3.	Integration: In giving preference for the resolution of social conflict through “integration” fillet argues that when conflicting in interest meet they need not oppose but only confront what should be sought in this confrontation of different interest is an integral that gives all parties what they really desires (sapru 2009) this seem to recover the approval to follest as the best each party has to recognize the importance of ex-raging all the various aspect of the conflict to be part forward for discussion usually in round table conference. This would require the application of Herbert Simon’s “Rahtimal comprehensive model” of decision making or the general systems theory in order to interpret and understand not only the whole but also. 
2.2.5	RESOLUTION OF ORGAZATIONAL CONFLICT 
Organizational conflict occurs, as actors engage in activities that are incompatible with those of colleagues within their network, members of other organizations, or unaffiliated individuals who utilize the services or products of the organization (Rahim, 2002). This often leads to disagreements and buildup of tensions that require intervention through conflict management (GonanBožac et al, 2008).The conflict management process encompasses a wide range of activities including negotiation, problem solving, dealing with emotion, and understanding positions (Brett, 2001) . According to Neale&Fragale (2006), negotiation is a process by which two parties, each with its own viewpoint and objectives, attempt to reach a mutually satisfactory result on a matter of common concern. Negotiation can also be defined as the interaction between two or more parties with divergent interests in order to reach an agreement. (De Dreu, Weingart, & Kwon, 2000). Negotiation is used to minimize conflict affecting individuals so as to maximize cooperation and keep conflict to acceptable levels. 
The outcomes of negotiation to a large extent determine if the opposing teams will gain a mutual understanding and work towards the achievement of organizational goals to improve performance Dreu (2003). In any negotiation exercise the outcome will either promote group cohesiveness or build up of tensions. The outcomes include win -win, win- lose and lose -lose outcome. The win-win negotiating outcome applies to many situations, including contract negotiations as well as conflict resolution. Negotiation is not one party dictating or imposing terms on another. When that happens, the outcome will rarely produce mutual satisfaction. The result can only be mutually satisfactory if both differences and common interests are considered (Kwon &Weingart 2004). The next section looked at the win-win negotiation outcome and its influence on performance.
1.	Win-win Negotiation Outcome.
The win -win outcome occurs when each side of a dispute feels they have won. Since both sides benefit from such a scenario, any resolutions to the conflict are likely to be accepted voluntarily. Negotiators who aim at a win-win situation often fail to appreciate that this approach requires the parties to work together and cooperatively explore all possibilities before selecting an approach that is most likely to deliver a mutually beneficial agreement (Thompson, 2005). The win-win outcome occurs as a result of the use of the collaboration approach when all the conflicting parties meet and discuss the subject of the dispute explicitly and every party tries to care about the purpose of the other parties (Newstorm, 2007). A win-win negotiation outcome can help improve team performance by reducing tension, antagonism and distraction of members of a team (Mannix, 2001).
2.	Win-lose Negotiation 
The win -lose outcome occurs when one side of a dispute feels they have won and the other feels that they have lost (Beckno, 2006). For instace Industrial conflicts, which usually arise due to a breakdown in negotiation as well as disagreements between employer(s) and the employees, connote a temporary stoppage of work resulting from the pursuance of grievance(s) by workers resulting from a win- lose negotiation outcome (Osabuohien, 2014) in win- lose scenario, negotiation is seen in terms of getting your own way, driving a hard bargain or beating off the opposition (Almusdy, 2007), while in the short term bargaining may well achieve the aims for one side (Tressler, 2007). This means that while one side wins the other loses and this outcome may well damage future relationships between the parties. It also increases the likelihood of relationships breaking down, of people walking out or refusing to deal with the winners again and the process ending in a bitter dispute. (Tressler, 2007).

3.	Lose-Lose Negotiation 
In this scenario, all parties end up being worse off. Most of the times the conflict is an emotive issue that results in making a decision where none of the parties is a winner. In lose-lose situations neither party achieves their needs or wants. However, in some lose-lose situations, all parties understand that losses are unavoidable and that they will be evenly distributed. In such situations, lose-lose outcomes can be preferable to win-lose outcomes because the distribution is at least considered to be fair. For instance, the intractable budget debates in US Congress in 2012-13 led to lose-lose situation since budgets were halved. Both parties realized that the distribution of resources would not benefit either party since they were all affected by reduction of the budget. In Kenya, a budget-cutting negotiation to lower salary costs affected MPs (SRC Annual Report, 2012). 

2.3	Theoretical Review
Conflict is an incurable phenomenon deeply and internally rooted in the life of employees, firms, societies and world over. Depending on how conflict is handled, it can either be constructive or destructive. Different theories of conflict have been identified by different scholars in a bid to control the effects of conflict. 
1. structural conflict theory.
 This theory has two main sub-orientations. The first is the radical structural theory which addresses the reactions of individuals, groups, cultures, institutions and societies to change. It further sees incompatible interests base on competition for resources, which in most cases are assumed to be scarce, as being responsible for social conflicts (Brown, 2013).  The second is the liberal structuralism which states that the control and use of natural resources lies at the heart of the deepening crisis   in firms today. The main argument of structural conflict theory is that conflict is built into the particular ways firms are structured and organized. 
2.Realistic theory. 
This theory highlights inherency and traces the root of conflict to a flaw in human nature which is seen to be selfish and engaging in pursuit of personalized self interest.  Realism believes that competitive processes between actors, is the natural   expression of conflict by parties in engaged in pursuit of scarce and competitive interest (Fisher, 2014). This theory has three component parts: Descriptive Realism which sees the firms as an arena of conflict, Explanatory Realism which seeks to show that there are genetics defects which push employees into behaving negatively and Prescriptive Realism which builds on the arguments of descriptive and explanatory realism to say that employees have a moral justification to defend their basic interests and ensure self preservation using any means necessary (Best, 2010).
3.	Frustration-aggression theory. 
This theory points to the difference between what employees feel they want or deserve to what they actually get-the “want get- ratio” and difference between “expected need satisfaction” and “actual need satisfaction”. Where expectation does not meet attainment, the tendency is for employees to confront those they hold responsible for frustrating their ambitions (Ojiji, 2009).  This theory seeks to understand how the brain reacts when employees are under stress and threats. This theory noted that it possible for a worker to express conflict between what he is feeling and what he is thinking. This then determines whether such a person feels strongly about something or not and whether they act on such feeling or decide to ignore the feeling. For this reason, when employees are under stress, and under certain condition, their reactions can conform or differ from other people’s expectation.  In essence, employees are naturally capable of being aggressive but do not display violent behaviour as an instinct. When violence occurs, there is the possibility that it is being manipulated by a combination of factors within an outside the individual’s control (Egwu, 2013).                                                        

2.4	EMPIRICAL REVIEW
With only 14% of researched universities reporting mandatory courses in this subject, and with up to 25% of the manager day being spent on dealing with conflict, education needs to reconsider the importance of this subject. The subject warrants emphasis on enabling students to deal with conflict management. "Providing more conflict management training in undergraduate business programs could help raise the emotional intelligence of future managers." The improvement of emotional intelligence found that employees were more likely to use problem-solving skills, instead of trying to bargain. Students need to have a good set of social skills. Good communication skills allow the manager to accomplish interpersonal situations and conflict. Instead of focusing on conflict as a behavior issue, focus on the communication of it. With an understanding of the communications required, the student will gain the aptitude needed to differentiate between the nature and types of conflicts. These skills also teach that relational and procedural conflict needs a high degree of immediacy to resolution. If these two conflicts are not dealt with quickly, an employee will become dissatisfied or perform poorly.
It is also the responsibility of companies to react. One option is to identify the skills needed in-house, but if the skills for creating workplace fairness are already lacking, it may be best to seek assistance from an outside organization, such as a developmental assessment center.
According to Rupp, (2010) these organizations "have become a popular means for providing coaching, feedback, and experiential learning opportunities". Their main focus is fairness and how it impacts employees' attitudes and performance. These organizations teach competencies and what they mean. The students then participate in simulations. Multiple observers assess and record what skills are being used and then return this feedback to the participant. After this assessment, participants are then given another set of simulations to utilize the skills learned. Once again they receive additional feedback from observers, in hopes that the learning can be used in their workplace. The feedback the participant receives is detailed, behaviorally specific, and high quality. This is needed for the participant to learn how to change their behavior.  In this regard, it is also important that the participant take time to self-reflect so that learning may occur. Once an assessment program is utilized, action plans may be developed based on quantitative and qualitative data
 


CHAPTER THREE
METHODOLOGY
3.1.	INTRODUCTION
The researches used to accomplish the objective of this research work are historical and descriptive approach. If normally proved information on how activities or information usually carryout in the organization, this is to explore the past and present role systems in Olam Flour Mill Ilorin.
3.2.	RESEARCH DESIGN
	This study made use of descriptive and qualitative analysis and employed percentage and sample gathered techniques in the analysis of data. The research intend to use survey method to generate relevant information for both primary and secondary sources of data. Questionnaire will be distributed to staff of Olam Flour Mill Ilorin to determine the impact of Conflict management on organization productivity.
3.3	POPULATION OF THE STUDY
The population of the study are made up of staff of Olam Flour Mill Ilorin. Institute of finance and management Studies were selected as target population in order to make it easier to asses the overall populace. This entails the overall coverage of the research work cover (130) of the population of staff of Olam Flour Mill Ilorin which are at a random selected.
3.4	SAMPLE SIZE AND SAMPLING TECHNIQUES 
This consist of the portion of the population which will serve as representatives of its population, using the random sampling in which each sample element has known and equal probability of being selected bearing in mind every possible defect that might occur during the research so the total population of the respondent (130) is using as sample size To determine the optimum sampling size therefore, the researcher adopted the Taro Yarmano Model of sampling size determination represented by this formula below
			      	 In determing the sample size Yamani formular was used the assumption of confidence level of 95%. This is:
 N= 	N
	I+N (e)2
Where n= sample size
	N=population =103
	E = standard error or allowable 
N =	 130	=		130
	1+130(0.05)2		1.2575	=81.9
					N=82 respondents.

3.5.	METHODS OF DATA COLLECTION
	Data collection refers to the source from which the information used in the course of this the information research was acquired. Data services as an international form of number word or combination of these data collection is therefore finding every means of getting information. This information gives explanation and how result and conduction would eventually be arrived at there are basically two sources of data collection.
1.	Primary data collection
2.	Secondary data collection
3.6.	INSTRUMENT OF DATA COLLECTION
	Instrument used in collection of data.
A combination data collection tool employed in this research work. The instrument or tools used comprises of
· Questionnaire
· Interview
· Observation 
1.	QUESTIONNAIRE: This consist of body of information seeking question arrange systematically together required data from the respondent its usually used when factorial information describes as design. The questionnaire are administered to  few respondent that is respectively.
It can be main or questionnaire delivered by hand.
2.	PERSONAL INTERVIEW: This is the face to face method of data collection which involves some conversation or dialogue between the interview and the person you are interviewing. The information is usually could noted in oral structure, the interviewer and questionnaire questions contains both structure and unstructured question 
3.	OBSERVATION: Observation has to do with watching the operation or experiment in a particular area and recording the result, the researcher patiently watched the impact of conflict management on organizational performance with air combines to impact of conflict management of the organization.

3.7.	METHODS OF DATA ANALYSIS
Descriptive statistics such as frequency distribution, percentages, means and standard deviations were calculated and data presented in form of table. Inferential statistics correlation and regression analysis (single regression) was used to draw implications from the data with regard to the regression model. Data was analyzed through the use of SPSS (Statistical Package for Social Science) software version 23.0.
The regression model is given below as:
Yx = β0 + β1X1+ e
Where:
Y = Dependent variable=Organization growth
β0 = Intercept of the model.
β1 = Coefficient of the independent variable in the model.
X1= element of independent variable=customer’s satisfaction
e= Error term.
3.8	Historical Background of the Case Study
In 1989, the Kewalram Chanrai Group established Olam Nigeria Plc to set up a non-oil based export operation out of Nigeria to secure hard currency earnings to meet the foreign exchange requirements of the other Group Companies operating in Nigeria. The success of this operation resulted in Olam establishing an independent export operation and sourcing and exporting other agricultural products. The Group's agri-business was headquartered in London until 1996, and operated under the name of Chanrai International Limited. The business began with the export of cashews from Nigeria and then expanded into exports of cotton, cocoa and sheanuts from Nigeria.
Between 1993 and 1995, the business grew from a single operation into multiple origins, first within West Africa, and then to East Africa and India. The move into multiple origin countries coincided with the deregulation of the agricultural commodity markets. 
Olam International Limited was incorporated in Singapore on 4 July 1995 as a public limited company. In 1996, at the invitation of the Singapore Trade Development Board (now Enterprise Singapore), Olam relocated their entire operations from London to Singapore. Furthermore, the Singapore Government awarded Olam the Approved International Trader status (now called the Global Trader Programme) under which Olam was granted a concessionary tax rate of 10%, which was subsequently reduced, in 2004, to 5%. On relocation to Singapore, the Group's agri-business was reorganised to be wholly owned by Olam International Limited in Singapore. 
In 2002, AIF Capital became the first external investor to take an equity stake in the company.[12][13] In 2003, Singapore's state-owned Temasek Holdings, through its wholly owned subsidiary Seletar Investments, took a stake in Olam, followed by International Finance Corporation (IFC). On 11 February 2005, Olam International Limited was listed on the main board of the Singapore Exchange. Temasek made a further investment in Olam in 2009. 
As of December 2014, following a Voluntary General Offer Temasek held close to 80% of Olam. By 2020 this had reduced to 53.4%. In 2015 Mitsubishi Corporation acquired a shareholding of 20% making them the second largest shareholder. 
The management team of Olam has a shareholding in the company approximating 6.3% of the total issued share capital. Olam's free float owned by public shareholders accounts for approximately 15.9% of the total issued share capital in 2020

CHAPTER FOUR
4.0.	DATA PRESENTATION, ANALYSIS AND INTERPRETATION 
4.1.	Introduction
	The chapter summarized the data analysis, interpretation and presentation of data whic was collected through use of a semi-structure questionnaire. The analysis focuses on the general objective of  this study which was to examine the effect  of conflict management on worker’s productivity in manufacturing industries using Olam Flour Mill Ilorin, Kwara State as the case study. 
4.2.	SAMPLE SIZE RETURN	
TABLE 4.2.1:Sample Size Returned  and unretured
	
	Frequency
	Percent
	Percent
	Cummulative %

	Male 
Female
Total
	82
0
82
	100
0.0
100.0
	100.0
0.0
100.0
	100.0
100.0


SOURCE: SPSS Computation, 2024
The above table 4.2.1 it can be seen that out of the 82 copies of questionnaires distributed to some selected staffs of Olam Flour Mill Ilorin, all were as duly completed and used for further statistical analysis  analysis, and by implication the response rate was very good which enhance  the accuracy of the results and findings in this study.

4.3	DEMOGRAPHIC CHARACTERISTICS
This section present the socio-demographic information of the respondents presented in frequencies tables and percentage. The study sought to find out information regarding the gender and age, acedemic qualification and marital status of the respondents
The general information was to  guide the researcher to relate it to the study conflict management on woker’s productivity in manufacturing industries which was  shown below. The gender and age, academic qualification and marital  status  of the respondents/participation was to determine whether the respondents ten to affect their responses regarding the study
	TABLE 4.3.1: GENDER
	
	Frequency
	Percent
	Valid percent
	Cummulative %

	Male 
Female
Total
	44
38
82
	53.7
46.5
100.0
	53.7
46.5
100.0
	53.7
100.0


SOURCE: SPSS Computation, 2024
The above table shows that 44 of the respondents representing 53.7% are male while “38” respondent 46.3% are female



TABLE 4.3.2: Showing age distribution of the respondent
	
	FREQUENCY
	PERCENT
	Valid Percent
	CUMULATIVE %

	21 – 30
31 – 40
41 – 50
51 – 60
Total
	34
20
16
12
82
	41.5
24.4
19.5
14.6
100.0
	41.5
24.4
19.5
14.6
100.0
	41.5
65.9
85.4
100.0


SOURCE: SPSS Computation, 2024
The result in the table above show 84 respondent representing 45% are 21 – 30 age 20 respondent representing 21.4% are 31 – 40 age are 21 – 30 age 20 respondent representing 24.4% are 31 – 40 age 16 respondents representing 19.5% are 41 – 50 age while 12 respondents representing 14.6% are 51 – 60
TABLE 4.3.3: Educational qualification distribution respondent
	 
	Frequency
	Percent
	Valid Percent
	Cumulative%

	NCE/OND
BSC/HND
POST – GRADUATE
PROFESSIONAL
TOTAL
	42
18
10
12

82
	5%
22%
12%
15%

100.0
	5%
22%
12%
15%

100.0
	51
73
85
100.0


SOURCE: SPSS Computation, 2024
The table show the educational qualification distribution of respondent where 42 of respondent representing 51% are NCE/OND holder and 18 frequency of respondents representing 22% are BSC/HND holder while 10 respondents representing 12% are post graduate and 12 respondent representing 15% are professional.
TABLE 4.3.4: Showing marital status distribution respondent 
	
	FREQUENCY 
	Percentages
	Valid Percentage
	CUMULATIVE %

	SINGLE 
MARRIED
WIDOW
TOTAL
	48
34
0
82
	59
41
0
100.0
	59
41
0
100
	59
100.0
0


SOURCE: SPSS Computation, 2024
The above table shows the distribution respondents of martial status where 48 frequency respondents representing 41% are married. Implied that majority of respondence  are married
4.4.	PRESENTATION AND ANALYSIS ACCORDING TO KEY QUESTION
Q1. Your work environment is conducive for harmonious relationship between parties
	VALID
	Frequency 
	Percent
	Valid Percentage
	CUMULATIVE %

	STRONG DISAGREE 
DISAGREE
AGREE
STRONG AGREED
TOTAL
	10
3
2
18
49
82
	12.2
3.6
2.5
21.9
59.8
100.0
	12.2
3.6
2.5
21.9
59.8
100
	12.2
15.8
18.3
40.2
100


SOURCE: SPSS Computation, 2024
Ten respondents represents 12.2%  strongly disagree that the work environment is conducive for hamonious relationship between parties while three respondens representing 3.6 chose disagree, two repondents representing 2.5% were  neither agree and eighteen respondents representing 21.9% agree with the above question while those that tickes strongly agree are forty-nine representing 59.8%. This means  that the majority of respondent support the claim that the work environment is conducive for for harmonious relaionship between two parties.
Q2. Communication network of the organization is properly define
	VALID
	Frequency 
	Percent
	Valid Percentage
	CUMULATIVE %

	STRONG DISAGREE 
DISAGREE
AGREE
STRONG AGREED
	10
3
2
18
49
	12.2
3.6
2.5
21.9
59.8

	12.2
3.6
2.5
21.9
59.8

	12.2
15.8
18.3
40.2
100

	TOTAL
	82
	100.0
	100
	


SOURCE: SPSS Computation, 2024
Ten respondents represents 12.2%  strongly disagree that the  communication network of organization is properly define while three respondens representing 3.6 chose disagree, two repondents representing 2.5% were  neither agree and eighteen respondents representing 21.9% agree with the above question while those that tickes strongly agree are forty-nine representing 59.8%. This means  that the majority of respondent support the  communication network of organization is properly define.
Q3. External part been sorce of conflict in the organization
	VALID
	Frequency 
	Percent
	Valid Percentage
	CUMULATIVE %

	STRONG DISAGREE 
DISAGREE
AGREE
STRONG AGREED
TOTAL
	13
11
9
29
20
82
	15.8
13.5
10.9
35.4
24.4
100.0
	15.8
13.5
10.9
35.4
24.4
100
	15.8
29.3
40.2
75.6
100


SOURCE: SPSS Computation, 2024
Ten respondents represents 15.8%  strongly disagree that the external part been source  of conflict in the organization while Eleven respondens representing 13.5% chose disagree, two repondents representing 2.5% were  neither agree and eighteen respondents representing 21.9% agree with the above question while those that tickes strongly agree are forty-nine representing 59.8%. This means  that the majority of respondent support the external part been source  of conflict in the organization.
Q4. Any room for employee complaint unit in the organization
	VALID
	Frequency 
	Percent
	Valid Percentage
	CUMULATIVE %

	STRONG DISAGREE 
DISAGREE
AGREE
STRONG AGREED
TOTAL
	22
21
3
16
20
82
	26.8
25.6
3.7
19.6
24.3
100.0
	26.8
25.6
3.7
19.6
24.3
100
	26.8
52.4
56.1
75.7
100


SOURCE: SPSS Computation, 2024
Twenty respondents represents 26.8%  strongly disagree that the organization has a  unit for complaint in the organization while twenty one respondens representing 25.6% chose disagree, two repondents representing 3.7% were  neither agree and thirty-six respondents representing 43.9% agree with the above question while those that tickes strongly agree are forty-nine representing 59.8%. This means  that that the organization has a  unit for complaint in the organization  for solving disputes or conflicts.
Q5. Government policies on labour matter does not creat conflict
	VALID
	Frequency 
	Percent
	Valid Percentage
	CUMULATIVE %

	STRONG DISAGREE 
DISAGREE
AGREE
STRONG AGREED
TOTAL
	41
31
1
4
5
82
	50
37.8
1.2
4.9
6.1
100.0
	50
37.8
1.2
4.9
6.1
100
	50
87.8
89
93.9
100


SOURCE: SPSS Computation, 2024
Forty-one respondents represents 50.0%  strongly disagree that the Government policies policies on labour matters does not create conflict,  while thirty one respondens representing 37.8% chose disagree, one repondents representing 4.9% were  neither agree and thirty-six respondents representing 43.9% agree with the above question while those that tickes strongly agree are four representing 6.1%. This means  that the Government policies policies on labour matters does not create conflict.
Q6. Conflict management style leads to temporal solution
	VALID
	Frequency 
	Percent
	Valid Percentage
	CUMULATIVE %

	STRONG DISAGREE 
DISAGREE
AGREE
STRONG AGREED
TOTAL
	10
13
14
20
25
82
	12.2
15.9
17.1
24.4
30.4
100.0
	50
37.8
1.2
4.9
6.1
100
	50
87.8
89
93.9
100


SOURCE: SPSS Computation, 2024
Ten respondents represents 12.2%  strongly disagree that Conflict management style leads to temporal solutions,  while 13 respondens representing 15.9% chose disagree, forteen repondents representing 17.1% were  neither agree and 20 respondents representing 24.4% agree with the above question while those that tickes strongly agree are 25 representing 30.4%. This claim Conflict management style leads to temporal solutions.
Q6. Conflict management style leads to temporal solution
	VALID
	Frequency 
	Percent
	Valid Percentage
	CUMULATIVE %

	STRONG DISAGREE 
DISAGREE
AGREE
STRONG AGREED
	10
13
14
20
25
	12.2
15.9
17.1
24.4
30.4

	12.2
15.9
17.1
24.4
30.4

	12.2
28.1
45.2
69.6
100

	TOTAL
	82
	100.0
	100
	


SOURCE: SPSS Computation, 2024
Ten respondents represents 12.2%  strongly disagree that Conflict management style leads to temporal solutions,  while 13 respondens representing 15.9% chose disagree, forteen repondents representing 17.1% were  neither agree and 20 respondents representing 24.4% agree with the above question while those that tickes strongly agree are 25 representing 30.4%. This claim Conflict management style leads to temporal solutions.
Q6. Conflict management style leads to temporal solution
	VALID
	Frequency 
	Percent
	Valid Percentage
	CUMULATIVE %

	STRONG DISAGREE 
DISAGREE
AGREE
STRONG AGREED
TOTAL
	10
13
14
20
25
82
	12.2
15.9
17.1
24.4
30.4
100.0
	12.2
15.9
17.1
24.4
30.4
100
	12.2
28.1
45.2
69.6
100


SOURCE: SPSS Computation, 2024
Ten respondents represents 12.2%  strongly disagree that Conflict management style leads to temporal solutions,  while 13 respondens representing 15.9% chose disagree, forteen repondents representing 17.1% were  neither agree and 20 respondents representing 24.4% agree with the above question while those that tickes strongly agree are 25 representing 30.4%. This claim Conflict management style leads to temporal solutions.
Q7. Poor superior-subordinate relationship is the major cause of organizatio conflict
	VALID
	Frequency 
	Percent
	Valid Percentage
	CUMULATIVE %

	STRONG DISAGREE DISAGREE 
UNDICIDED
AGREE
STRONG AGREED
TOTAL
	2
5
1
32
42
82
	2.4
6.1
1.2
39.1
51.2
100.0
	2.4
6.1
1.2
39.1
51.2
100
	2.4
8.5
9.7
48.8
100


SOURCE: SPSS Computation, 2024
Two respondents represents 2.4%  strongly disagree that Poor superior-subordinate relationship is the major cause of organizatio conflict,  while 5 respondens representing 6.1% chose disagree, one repondents representing 1.2% were  neither agree and 32 respondents representing 39.1% agree with the above question while those that tickes strongly agree are 42 representing 51.2%. This claim Poor superior-subordinate relationship is the major cause of organizatio conflict


Q8. Conflict hampering effective interpersonal and group relationship
	VALID
	Frequency 
	Percent
	Valid Percentage
	CUMULATIVE %

	STRONG DISAGREE DISAGREE 
UNDICIDED
AGREE
STRONG AGREED
TOTAL
	10
10
1
11
50
82
	12.2
12.2
1.2
13.5
60.9
100.0
	12.2
12.2
1.2
13.5
60.9
100
	12.2
24.4
25.6
39.1
100


SOURCE: SPSS Computation, 2024
Ten respondents represents 12.2%  strongly disagree that Conflict hampering effective interpersonal and group relationship,  while 10 respondens representing 12.2% chose disagree,  one repondents representing 1.2% were  neither agree and 50 respondents representing 60.9% agree with the above question while those that tickes strongly agree are 25 representing 30.4%. This means that majority claim Conflict hampering effective interpersonal and group relationship.
Q9. Effective management can enhance  employees productivity
	VALID
	Frequency 
	Percent
	Valid Percentage
	CUMULATIVE %

	STRONG DISAGREE DISAGREE 
UNDICIDED
AGREE
STRONG AGREED
TOTAL
	16
10
2
24
30
82
	19.5
12.2
2.4
29.6
36.6
100.0
	19.5
12.2
2.4
29.6
36.6
100
	19.5
31.7
34.1
63.4
100


SOURCE: SPSS Computation, 2024
Sixteen respondents represents 19.5%  strongly disagree that Effective management can enhance  employees productivity,  while 10 respondens representing 12.2% chose disagree,  twenty-four repondents representing  29.3% were  neither agree and 30 respondents representing 36.9% agree with the above This means that majority claim Conflict hampering effective interpersonal and group relationship.
Q10. Organization faces challenges as a result of the conflict
	VALID
	Frequency 
	Percent
	Valid Percentage
	CUMULATIVE %

	STRONG DISAGREE DISAGREE 
UNDICIDED
AGREE
STRONG AGREED
	2
4
1
40
35
	2.4
4.9
1.2
48.8
42.7

	2.4
4.9
1.2
48.8
42.7

	2.4
7.3
8.5
57.3
100

	TOTAL
	82
	100.0
	100
	


SOURCE: SPSS Computation, 2024
Two respondents represents 2.4.5%  strongly disagree that Organization faces challenges as a result of the conflict,  while 4 respondens representing 4.9% chose disagree,  one repondents representing  1.5% were  neither agree and 40 respondents representing 48.8% agree and 35 respondents representing 42.7% agree with the above This means that Organization faces challenges as a result of the conflict.

4.5 HYPOTHESES TESTING 
Ho: Conflict management have impact on the productivity of the organization 
Table 4.5.1: Model Summary 
	Model
	R
	R Square
	Adjust R Square
	Std. Error of the Estimate

	1
	.663
	.440
	.435
	.57610


a. Predictors: (Constant), Conflict Management 
To assess the effect of conflict management on worker productivity in manufacturing industries a simple linear regression analysis was carried out. The model summary in table above indicates the value of the correlation coefficient R= .663 and the adjusted R-square = .435 which is just so close to R-square = .440 depict the fact if the model were derived from the population rather than a sample it would account for approximately 0.5% less variance in the outcome. Thus, the aggregated effects of conflict management on worker productivity is explained by the value of the R square, which indicates that 44% increase in productivity is accounted specifically by the conflict management of the selected case study and not more than 56% explained by other factors not included in this model. These factors include conflict management styles and government policies etc. 

Table 4.5.2: ANOVA" 
	Model
	Sum of Square
	Df
	Mean Square
	F
	Sig.

	1 Regression
   Residual
  Total
	24.360
30.978
55.338
	1
48
49
	24.360
.645
	37.768
	.000b


a. Dependent Variable: Worker Productivity
 b. Predictors: (Constant), Conflict Management 
ANOVAs table above test whether the model is significantly better at predicting the outcome than using the mean as a ‘best guess’. Specifically, the F-ratio (37.768) represents the ratio of the improvement in prediction that the results from fitting the model (labeled ‘Regression’ in the table), relative to the inaccuracy that still exists in the model is significantly improve our ability to prediict  the outcome variable. 
Table 4.5.3: Regression Coefficients" 
	Table 4.3.3: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-381
	.150
	
	2.495
	.000

	
	Customer Loyalty
	.702
	.162
	.663
	4.333
	.001



a. Depent Variable: Worker Productivity
Based on the R square explained above, the independent variables explain 44% of the variance of depended variable “Worker Productivity”. Using nonstandardized weight of regression, simple regression of equation can be presented as below: 
Y =-0.381 + 0.702x, +e, 
Y = dependent variable “Worker Productivity” 
x, = independent variable “Conflict Management =0.702”
 €, = stochastic error. 
From the formula presented above, the Worker Productivity is equal to the sum of non-standardized beta coefficients with the average of using the appropriate method and non-standardized weight constant. From the regression analysis results, the conflict management is statistically meaningful for the model. It has regression coefficient (8=0.702) positive which means with the raise of the independent variable (Conflict Management) will have even raise of the dependent variable in “Worker Productivity”. According to the resuits the statistical test for beta coefficient control the same result is taken (t}= 17.825 and p=0.001), this coefficient show that conflict management have a huge contribution for the model in order to improve Worker Productivity at 5% level of significant. However if the selected industry zeroing the conflict management styles, it is likely for the Worker Productivity to decrease by 38.1% and this might affect the organization growth as shown by the intercept (c=-0.381 of the regression line in the table 
Ho2: Conflict Management have impact on well being of employees in the organization 
Table 4.5.4:  Model summary
	Model
	R
	R Square
	Adjust R Square
	Std. Error of the Estimate

	1
	.962
	.925
	.924
	.24858



a. Predictors: (Constant), Conflict Management 
To assess the level of relationship between Conflict Management and Worker Productivity, simple regression analysis was carried out. The result of the regression model in the table shows the value of the regression coefficient R= .962, R-square =.925 and  adjusted R-square= .924. from the result, the extent of relationship between access to conflict management and worker productivity is clarified by the value of the R-square. The R-square value denotes 92.5% of Worker Productivity is accounted definitely by the accessibility to conflict management in the process and not more than 7.5% explained by others not included in this model. This means that conflict management improves the Worker Productivity in the Dangote Group of company Ilorin. , 
Table 4.5.5: ANOVA* 
	Model
	Sum of Square
	Df
	Mean Square
	F
	Sig.

	1 Regression
   Residual
  Total
	24.360
30.978
55.338
	1
48
49
	24.360
.645
	37.768
	.000b


a. Dependent Variable: Worker Productivity
b. Predictors: (Constant), Coflict Management
The analysis of variance table (Anova table above) showed regression sum of square value of (167.144) which is higher than the residual sum of square value of (13.594). This implies that the model accounted for most of the variations in the dependent variable. More so, the F calculated value of (590.614) is greater than the tabulated value of (3.84) indicating a significant relgtionship. In addition, the significant value of P (0.000) is smaller than (0.05) which means that the independent variable Conflict Management is positively related with the dependent variable (Worker Productivity). Hence, it is posited that there is significant relationship between Conflict Management and Worker Productivity at 5% level. 
Table 4.5.6: Regression Coefficients" 
	

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-350
	096
	
	-3.646
	.000

	
	PDS
	.995
	.101
	.962
	9.852
	.000


a. Dependent Variable: worker Productivity
The beta value of the constant is -0.350 whereas; the beta value for the predictor variable (PDS) is 0.995. The tvalue of 9.852 and the p-value of .000 indicates the model is significant at p<0.05. Therefore, the beta coefficient (Beta= 0.962) implies Worker Productivity will increase by 96.2% if conflict management by one. Also if peradventure worker experience poor conflict management (i.e CM= 0), Worker Productivity will be badly affected and this will further reduce Worker Productivity by 35% and this might constitute a threat to the organizational growth of the company as shown by the constant value (-0.350) in the table. 
4.6 	DISCUSSION OF FINDINGS 
The study also sought to determine the effect of conflict management on workers productivity. The results obtained showed conflict management because of various factors such as encouraging individuals to participate in the CM process, being partially assertive and cooperative. 
The responses are consistent with prior literature of Kinnander (2011) whose study showed that the style when sed 1S partially assertive and cooperative because the participants partially assertive and cooperate with each other when solving conflicts, 
The findings are in agreement with Saiti (2015) who agreed with the style when it came to encouraging individuals to participate and work together to solve the conflicts. ‘This is because when individuals participate together, solving conflicts is less complicated in the manufacturing industry. 
The style on the other hand is not preferred because limited information is provided and the style not being preferred compared to other styles thus more conflicts. The study sought to examine the effect of conflict management on workers productivity. 
From the responses, the respondents agreed with the dominating style of conflict management because of fast and speedy decision making is involved and individuals working separately to win the other party. The findings were in agreement with the findings of Simpao (2013) in his study who found out that the style is fast and fair for speedy decision making. Chan, Sit and Lau (2014) from their study found out that that when parties work without cooperating with the other party and had no concern for others were line with the study findings. This is because without cooperation, it’s hard to come up with solutions for a conflict. 
The findings show that conflicts tend to arise after some time and this is in agreement with the findings of Ebrahim, El and Keshk (2014) whose argument was that when the style is used, conflicts are not solved and arise after a while because the conflict is managed for a short time. 
The study sought to establish the influence of avoiding style on employee performance in the Olam Flour Mill Ilorin. The respondents agree with the style from their responses because the style involves withdrawing from the conflict, individuals keeping issues to themselves and conflict arising after a while when issues are avoid.
This was in line with Alzawahreh (2011) whose study showed that the style focuses on problem solving in a collaborative way which is the same as full participation of all parties. Open communication is encouraged, the style being assertive and Cooperative and information regarding the conflict is first gather before a final decision is made the employee performence in and information regarding the conflict is first gathered before 4 final “er pie es veins motivated to perform ance in the organisation was shown to be average by the sndicators such oye? per ormance 1S how individuals perform ploy °° efficiency and effectiveness Is expected when performing and empio? their job roles and duties accordingly. 
The findings were in agreement with Armstrong, (2006) encouraged to per perform accordingly, motivated and others the findings were 1" agree he work place:  whose findin gs showed that performance involves successful complet!  themselves and conflicts arising after a while when issues are avoided. 
The findings are in agreement with Mbithe (2013) study that individuals withdraw from the conflict without any serious solutions. This is because withdrawing from a conflict is seen to be a better solution than spending more time solving them especially among some of the junior staffs in the Olam Flour Mill Ilorin. The findings are in 
agreement with the findings of Ebrahim et al., (2014) whose findings showed that conflicts arise after a while thus a disadvantage of the style. 
This is because when the style is used, conflicts tend to arise again because they are not managed. The findings from the style showed that the style is commonly used among the staffs in the Olam Flour Mill Ilorin of compant and this was in agreement with Tetteh and Obuobisa-darko (2016) whose findings showed that the style is more likely to be used by particular groups of people in the organization like the staffs. The participants disagreed with the style when it came to individuals staying away from individuals who disagree at most. The study sought to determine the effect of accommodating style on employee performance. 
	The findings were in agreement with Armstrong, (2014) whose book showed that employee  should be encouraged to perform according, motivated and others findings were in agreement with (Thao and Hwang (2010) whose findings showed that performance involves successful completion of tasks in the work place.






CHAPTER FIVE
SUMMARY CONLUSION AND RECOMMENDATIONS
5.1.	Summary of Finding
	Since conflict is inevitable to industries or organization and since there is no conflict free organizations, management must recognize that organization is made up of different group with different interests they must encourage the integrations  of union. Management must also ensure that workers take part in decision that affects the workers either directly or indirectly it should be noted that if it is not in all cases that the interest of the workers are opposed to that of the management.
Good communication networks should be encourage in any organization that cleric industrial peace because poor communication will always lead to conflict between management and employees which will have a negative effect on the achievement of the organization overall goals and objectives.
5.2.	Conclusion
	Conclusion is adjudge to be functional in an organization and it will be too naïve of somebody to think that organizational will exist without conflict because the interest of management will always be different from that of the workers as in the case of Olam Flour Mill Ilorin.
	Conflict in industrial relations for the most part is normal and even necessary it had both advantage and disadvantage for the institution and the society at large.
	For the institution demand of workers for management search for improved or for new welfare packages in order to meet the demand on the other hand demands which impair the efficiency of the institution or results in an acceptable standard to the labour market, threatens the future of the institution but the welfare of the society may be adversely affected by low productivity or efficiency toward too fair and by the adverse effect of increase productivity.
	Conflict as therefore considered a permanent feature of all special structures like calculation sector and inevitable whether a the individual or organizational level.
5.3.	Recommendations
	Based on the research finding of this study, the following recommendations are given by the researchers to serves as a means of improving on the aspect of conflicts management in organization for best performance:
1.	The government should ensure that research instituted especially Olam Flour Mill Ilorin are funded adequately and also that management should ensure effective communication channel in order for resources to be put in their best use.
2.	The organization’s management and other organization conflicts because of it enormous advantages over methods.
3.	Since organizational performance is a function of conflict management, it is mechanism in organization should be straighten more in order to further the improvement in the organization’s performance.
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QUESTIONNAIRE
	I am a final year student of the department of business studies, kwara state polytechnic, Ilorin as part of the condition for the award of Higher National Diploma (HND) in business; I am conduction a study on the significant of the Impact of conflict management on organization performance.
	I shall therefore be grateful if you could be a favor in completing the attached to the questionnaire as objectivity as possible.
	Please be assured that any information given in this regard will be treated confidentially and used only for the purpose of this academic exercise 
Thanks for your unreserved assistance 
Yours faithfully
AWE IYANUOLUWA A.





QUESTIONNAIRE
Please tick “X” in the appropriate boxes in relevant case.
SECTION A
PERSONAL DATA
1. Sex: Male 	[   ]	Female [   ]
2. Age: 16-20 [   ]	21-30	 [   ]	[   ] 31-40	[   ]	40 above	[   ]
3. Marital Status: Single [   ]	Married [   ]
4. Education qualification: WAEC/GCE [   ]	ND/A LEVEL  [   ]  HND/BSC [   ]	MSC	[   ]	OTHERS   [   ]
5. Profession: Food technologist  [   ]	 administrator  [   ]  Micro biology  [   ]  security  [   ]  accounting  [   ]
6. Length of service: Less than five years [   ] 5-10 years  [   ]  10-15 years  [   ]  15-20years   [   ] 20 and above  [   ]
7. present position in the organization: management staff  [   ]  senior staff resolution  [   ]  junior staff  [   ]
SECTION B
8. Is organization expecting any form of conflict?
 Yes [   ]	No [   ]
9. Do you think the work environment is conducive for harmonious relationship between the parties?
10. Is the communication network of your organization properly defined? yes  [   ]  No  [   ]
11. If no, has it contributed to conflict in your organization? 
 YES [   ] NO [  ]
12. Do you think external part has been a source of conflict in your organization? YES  [   ]  NO  [   ]
13. Is there any room for employee complaint unit in your organization? YES [   ]   NO  [   ]
14. If yes, is the unit effective? YES   [   ]	NO  [   ]
15. Do you think government policies on 
labour matter does not create conflict? YES [   ]	  NO  [   ]
16. Has conflict management employed effective? Yes  [   ]  No  [   ]
17. Is the conflict management employed effective?
Yes [   ] No  [  ]





