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ABSTRACT
This study aims to examine the effect of conflict management on employee engagement and job satisfaction at University of Ilorin, Kwara State. The study employed descriptive survey design to collect sample of 130 staffs in Ilorin with the use of a well-structured questionnaire. Purposive and stratified random samplings were used as sampling procedures. Conflict management variables which include accommodation strategy, collaboration strategy, compromise strategy shall be used to evolve a detailed analysis on Unicorn’s performance using regression and Pearson Moment Correlation in testing for the hypotheses held under 5% level of Significant with the aid of SPSS version 25.0.The findings revealed that accommodation, collaboration, compromise are keys determinant of conflict management on employee engagement (p<0.05) and that conflict management have significant positive relationship with Unilorin’s performance at 95% confidence level. Other finding emanated from the study was that the significance in the individual relationships in accommodation, collaboration, compromise strategy is due to interactive effects of conflict management with employee engagement at 95% confidence level. This study concluded that there is high positive relationship between conflict management and employee engagement and job satisfaction in Unilorin in Nigeria. The study recommended that the management of the university should provide adequate knowledge of conflict management through effective implementation of accommodation, collaboration and compromise strategies to employee in other to enhance spirit of good working relationship for high performance. 
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CHAPTER ONE
INTRODUCTION
1.1 Background of the study
Since the dawn of time, dispute has remained a recurrent phenomenon in every human society and it is virtually unavoidable (Afolaranmi, 2021). In any organization, whether unionized or non-unionized, there will always be disagreement between the employer and employees specifically on wages and condition of employment. This is evident in all institutions around the world and Africa in particular. The complex nature of human interconnected relationships makes dispute inevitable in the work environment. Also, the pursue of incompatible goals by the management and employees often leads to industrial dispute. Akinbode (2019) posited that industrial dispute is a common occurrence in both private and public sectors owing to the fact that the goals and objectives of staff and management in any given organization defers. Equally, the educational environment being a social organization is not immune from the experiences of dispute between the various associations and the management.	
Conflict is by nature universal and ubiquitous and inevitable in human existence (Fajana, 2002). The concept of industrial relations involves an exchange relationship between two major actors namely, employers and employees, as well as the intervening role of the state. Suffice it to say that conflict is a product of human interaction and relations. Industrial conflict can therefore be defined as the inability of these parties (either between employer and employees or within their groups) to reach agreement on any issue connected with the object of employer-employee interaction, whether or not this inability results in strikes or other forms of protests. According to Rahim (2015), conflict may refer to many things including the conflict process, cultural conflict, ethnic conflict, organisational conflict, role conflict, social conflict, workplace conflict and armed conflict among others. Conflicts can be between people, organizations, nations, political parties, and other entities (Rahim, 2011).
A constructively managed conflict induces a positive performance, while destructively managed conflict heats up the work environment to bring about dislocation and polarization of the entire group with reduction in productivity and job performance (Akanji, 2005). This is suggestive that a well-managed conflict aims at the improvement of organizations for the purpose of stimulating performance in the work-situation. If conflicts are managed properly by applying the best course of action, the organization can increase its performance in terms of utilizing the scarce resources and achieving the organizational objectives (Awan & Anjum, 2015). Conversely, unmanaged conflict negatively impacts both employee satisfaction and performance. Timely management of conflict has the potential of improving employee satisfaction and job performance (Awan and Anjum 2015). According to Jaden (2018) Management of conflict is extremely important for the functioning of organizations and for the personal, cultural and social development of human beings.
Fajana (2002), separated industrial conflict from other forms of conflict to refer to the powerlessness of the employers and employees to arrive at common agreement on any issue connected with employer-employees; interactions.  Ongori (2009), in his own view said that conflict is a fact of life in an organisation as long as people compete for jobs, resources, power, recognition and security. In addition, dealing with conflicts is a great challenge to management (Adomi and Anie, 2005). Conflict commonly arise when employee interact in organisation and compete for scarce resources. Constructive and creative conflict management is a real challenge and a goal of any professional who is genuinely interested in assisting others and the organization as a whole, in changing unfavorable conflict situations into positive, cooperative and relatively peaceful directions (Blank, 2020). 
Researchers and experts such as Alajekwu and Alajekwu, (2017) identified various component and techniques in which conflict can be properly managed in an organization, prominent among these include: accommodation, compromise and collaboration strategy. Many benefits such as increasing of work time, ability to control one’s behaviour in conflict situations, enhancing of interpersonal communication skills, reduction of suspensions, prevention of violence, reduction of detentions and improving the ability to respect the different perspectives or opinions of individuals at workplace are achieved as a result of conflict management programs. It is for this reason that managing conflict is more important than avoiding it. If the conflict is well managed it will increase the performance of employees and that of the organization and vice versa of it is true (Ali, 2016).
1.2 Statement of the Problem 
Conflict in an employment relationship has been an issue of continuing interest and debate. Dealing with conflict in organisations has over the years been seen as the sole responsibility of the managers who often times took a rigid stand on how to deal with it; organisations that address conflicts in this manner failed to recognize that conflict is natural in organisational lifse and has its own both benefits and costs (Ebe and Osibanjo, 2014). In many organizations in Nigeria today, internal (intrapersonal) and interpersonal conflicts are consuming so much organizational time and attention that organizations are starting to look as though conflict is their primary business (Ojielo, 2002). This development is largely due to the inability of leaders in Nigerian work organizations to view the management of conflict as systematically as they view information, human resources, and financial management systems. Instead, conflict is viewed and handled in piecemeal and is considered as local events.
The inability to view and manage workplace conflicts systematically has therefore rendered conflict dysfunctional in some organizations. Unresolved conflict in the organization generates many serious consequences involving high financial and human costs. Conflict may lead to frustration, tension, low morale, missing meeting deadlines, lack of self confidence, low trust level, communication problems, absenteeism, and legal proceedings (Buss, 2009)). Mishandled conflict affects employee health and wellbeing, which in turn results in absenteeism. It is a habitual pattern of absence from duty or obligation (Saiti (2015). Mismanaged and unresolved conflict causes stress, reduces confidence levels, makes employees anxious, and frustrated. All these lead to lesser job satisfaction, humiliation, embarrassment, and stressed; these induce psychological and physical diseases. 
Empirically, conflicting findings abound on the relationship between conflict management and organizational performance. Olukayode (2015) empirical tests showed a significant positive relationship between conflict management strategies (collective bargaining, compromise, and accommodation) and organizational performance. Abdul and Sehar (2015) and Mba (2013) studies found that conflict management has a significant effect on organizational performance. Whereas, Muhammad & Maria (2013) found that conflict management has a negative effect on organizational performance. This conflicting findings show that the relationship between conflict management and employee engagement have not been resolved, hence this study is hypothesized to solve this problem. Also, several researchers (Mba 2013, Obasan 2011 and Henry 2009) in the developed and developing countries have examined the effect of conflict management on employee engagement but only few studies have been carried out in the power distribution companies.
It is in this regard that the researcher intends to examine the effect of conflict management on employee engagement in University of Ilorin, kwara State.
1.3 Research questions 
The following are the Research Questions for this study:
i. How does accommodating strategy help in improving employee engagement and job satisfaction in University of Ilorin?
ii. What effect does collaboration strategy have on employee engagement and job satisfaction in University of Ilorin?
iii. Does compromise strategy have any relationship with employee engagement and job satisfaction?
1.4 Research objectives
The main objective of this study is to examine the effect of conflict management on employee engagement and job satisfaction in University of Ilorin, Kwara State.
Specific objectives are as follows:
i. To examine the effect of accommodating strategy on employee engagement and job satisfaction in University of Ilorin.
ii. To examine how collaboration strategy help in improving employee engagement and job satisfaction University of Ilorin.
iii. To examine the relationship between compromise strategy and employee engagement and job satisfaction.
1.5 Research hypotheses
H01:  There is no significant effect of accommodation strategy on employee engagement and job satisfaction.
H02: There is no significant effect of collaboration strategy on employee engagement and job satisfaction.
H03: Compromise has no significant relationship between compromise strategy and employee engagement and job satisfaction.
1.6 Scope of the study
The purpose of this study is to investigate effect of conflict management on employee engagement and job satisfaction, a study of University of Ilorin, Kwara State, Ilorin. Hence, the study will investigate the levels of conflict management constructs; accommodation, collaboration and compromise and how they affect the employee engagement and job satisfaction in the organization.
1.7 Significance of the study
This study will be of immense benefits to management, employee, and indeed government, among others on the effect of conflict management on employee engagement and job satisfaction in University of Ilorin. The study will promote harmonious relationship between employees of Unilorin and the management which is expected to enhance employee commitment, employees’ productivity as well as job satisfaction which will invariably lead to delivering of quality services. For employees in Unilorin, it will avail them with various approaches on how to manage conflict instead of embarking on unnecessary strikes which may jeopardize the economic system. The outcome of the study will promote peaceful and harmonious relationships amongst various labour unions and management Kwara. Finally, for the society, the study will provide opportunity to have basic understanding of conflict management that will give them an insight to conduct similar studies in other sectors apart from power distribution sector and even amongst the private individuals.
1.8 Scope of the study
A key scope the researcher encountered was respondents’ truthfulness. The researcher encountered cases where the respondents were not fully truthful, and may have provided what they thought the researcher want to hear as opposed to what is the exact situation. To counter this, the researcher assured the respondents anonymity and confidentiality, and reassured them that the feedback was only for the purpose of the study. Secondly, the researcher faced difficulties in accessing top level management at University of Ilorin Unilorin. On the difficulties imposed by accessing top level management, the researcher attempted to reach them via electronic means, for instance the use of emails. Finally, the researcher faced financial constraints in collecting the information from all employees. 
This is because the study required a lot of financial injection to cover the scope. To counter this, the researcher used research assistants to aid in dropping and picking the questionnaires and do the data collection in one day hence avoiding extra bus fares costs in other trips.
1.9 Definition of Terms
Conflict
Conflict refers to any situation in which there are incompatible Goals, Cognitions, or Emotions within or between individuals or groups that leads to opposition or antagonistic reactions (Adomis & Anie, 2005). 
Industrial Conflict
This refers to a form of disagreement that occurs in workplace relationship. Simply put, it is a kind of conflict that occurs between two parties in an employment relationship, that is, the employer of labour and the employee. 


Conflict Management
Conflict management is the process by which disputes are resolved, where negative results are minimized and positive results are prioritized. This key management skill involves using different tactics depending on the situation, negotiation, and creative thinking (Adebile &Ojo 2012).
Performance
Performance must be analysed and defined closely to targeted objectives. As an entity’s objectives are volatile, controversial and contradictory, performance is a phenomenon with a strong subjectiveness (Akanji 2005).
Employee engagement and job satisfaction 
Employee engagement and job satisfaction is the alignment of the organizational objectives with the employees' agreed measures, skills, competency requirements, development plans and the delivery of results, also including steps to improve or redirect activities as needed and having policies to manage conflicts.
Accommodation Strategy
Accommodating strategy indicates intermediate concern for self and others. It involves give - and- take or sharing whereby both parties give up something to make a mutually acceptable decision. It may mean splitting the difference, exchanging concession, or seeking a quick, middle-ground position (Nwadike, 2019). 
Collaboration Strategy
Kofman (2015) refers to it as constructive collaboration. He asserts that this approach reveals people’s preferences and constraints, and engages everyone in constructing solutions that go a long way beyond the original alternatives. 



CHAPTER TWO
LITERATURE REVIEW
2.0 Introduction
This chapter is concerned with the review of the important concepts that address the problems under consideration. It is divided into three; conceptual clarification, theoretical review, empirical review and research gap. This chapter reviews the existing related literatures that are essential to this research works, which provide the foundation on which this research is built. It will focus on discussing the relevant literatures as they relate to conflict management and employee engagement and job satisfaction. This chapter comprises the conceptual framework which mainly expounds topical issues that must be well-conceptualized. Additionally, theoretical review will define the basis for this research and also an empirical review which will examine past studies on conflict management and employee engagement and job satisfaction and also present a research gap which will help to demonstrate how this study will fill the gaps identified in past literatures.
2.1 Conceptual clarification 
2.1.1 Concept of conflict
The term “Conflict” has no single clear meaning. Much of the confusions have been created by scholars in different disciplines who are interested in the study of conflict. Review of literature shows a conceptual sympathy for, but little consensual endorsement of any general accepted definition of conflict. Rahim (2015), opine that “There is tremendous variance in conflict definitions that include a range of definition for specific interest and a variety of general definitions that attempt to be all-inclusive”. While no single definition of conflict exists, most definitions involve the following factors: there are at least two independent groups, the groups perceive some incompatibility between themselves, and the groups interact with each other in some way. Wall and Callister (1995) gave two examples of definitions of conflict which are, "process in which one party perceives that its interests are being opposed or negatively affected by another party" and "the interactive process manifested in incompatibility, disagreement, or dissonance within or between social entities. 
Organisational conflict is now considered normal and legitimate; it may even be a positive indicator of effective organisational management (Olang, 2017).  Conflict may refer to many things including the conflict process, cultural conflict, ethnic conflict, organisational conflict, role conflict, social conflict, workplace conflict and armed conflict among others. It is also worthy to note that the other types of conflict may also constitute the types and/or causes of conflicts in organisations. Akanji (2005) opined that constructively managed conflict induces a positive performance, while destructively managed conflict heats up the work environment to bring about dislocation and polarisation of the entire group with reduction in productivity and job performance. Conflict is a struggle over values and claims to scarce status, power and resources in which the aims of the opponents are to neutralize, injure or eliminate the rivals. 
2.1.2 Concept of conflict management 
Nwadike (2019) define conflict management as the interventions designed to reduce conflict, or in some instances, to increase insufficient conflict. It is a process whereby managers design plans, and implement policies and procedures to ensure that conflict situations are resolved effectively. Knippen, Yohan, and Ghalla (2011), asserted that conflict management broadens understanding of the problem, increases the resolutions and tend to work towards consensus and to seek a genuine commitment to decision making. Since there is a broader, stronger element of disagreement and discord within the conflict process, a considerable amount of mental and psychological energy is generated. The ability to divert this energy into productive achievement for both parties involved in the conflict can result in the conversion of conflict into a joint finding and problem solving solution (Ibukun, 2019).  
Blake and Mouton (2009), accept that the most important aspect of a successful conflict management is the attempt to shift the behavioral and attitudinal components of a relationship from a competitive to a cooperative orientation. It is observed that both the common enemy and the super ordinate goal approaches fall short of the need to achieve a genuine conflict management. Blake and Mouton (2009), offer an approach which emphasizes consultation based interventions, openness of communication, greater participation in decision-making and problem-solving interactions. Conflict management strategies are important in every organization in order to generate creative thinking and to establish a problem-solving attitude (Olang, 2017). 
Moreover, effective conflict management is quite a major undertaking because there are not too many guideposts to indicate how to move towards conflict resolution. It is, therefore, a task which demands attention to attitudinal and behavioral elements, to outcome and emotional needs and to interpersonal as well as interdepartmental requirements. The institutionalization of interaction of information, skills, values and situation consists of four steps (Ekong, 2013). The first step is bringing in the consultant which represents an administrative response for effective conflict management. The second step is associated with various information-giving activities. The third step is aimed at attitudinal change through data-feedback, team-training, sensitivity and T-Group training or Grid development. The final step involves a structural change in the relationship between departments and a move towards integrative interactions and conflict resolution.
2.1.3 Sources of organisational conflict 
In order for conflict to occur, certain conditions must exist. It is thus imperative to understand the underlying conditions that can course conflict. In the words of Fajana (2000), conflicts can arise over a multiple of organisational experiences, such as incompatible goals, differences of values and philosophies or disputes over shared resources. Conflict is perception, so it begins when someone believes that another might obstruct his or her efforts. Conflict could arise because of the employer’s quest to maximise profit while the workers representatives are out to ensure continuous improved condition of living for their members. Conflict could also arise as a result of failure to honour agreed items on collective bargaining. Damachi (2010) emphasised those workers’ rights and employers’ prerogatives which when trampled upon, could cause conflict. These include pay, condition of services and so on. 
Armstrong (2015), he identified changes as another cause of conflict. Changes according to him are always with us but it is not always welcome. Resistance to change is natural and it arises because of habit once established, few of the unknown, conformity to customary expected ways of behaviour, misunderstanding of implications of change and individual differences. Unless, it is well managed, he said, it could lead to conflict or even crises. Other causes of organisational conflict are competition for scarce resources, status in congruency, win-lose situations, the need for change, ambiguous rules and communication problems among others. Positive outcomes of conflict are: Better ideas are produced, people were forced to search for new approvals, long standing problems surfaced were dealt with, people were forced to clarify their view, the tension stimulated interest and creativity, and that people had a chance to test their capacities. Negative outcomes of conflict include: Some people felt defeated, distance between people increased, a climate of suspicion and distrust developed, people and departments that needed to corporate looked after only their own narrow interests, persistence-active or passive developed were team work was needed, and that some people left because of the turmoil.
2.1.4 Types of conflicts
 According to Thomas (1999), the simplest way to reduce conflict is to eliminate the relationship by leaving or refusing to interact with the other party. In many situations, however, this is not only impractical, but it may be impossible. So, managers must learn how to address and manage conflict both in organizational and workplace levels. Usually, there are four kinds of conflict in an organisation, such as; inter-personal conflict, intra-group conflict, inter-group conflict and inter organizational conflict. 
Inter-personal Conflict
Inter-personal conflict is also known as dyadic conflict (Rahim, 2011). This kind of conflict is referred to as a conflict between two or more organizational members of the same or different hierarchical levels or units. Conflict threatens self-esteem and impacts negatively upon all physiological systems in ways like accelerated heartbeat and increased muscle tensions (Riaz & Junaid, 2011). However, inter-personal conflict with colleagues is significantly related to personal outcomes (self-esteem, general well-being, emotional exhaustion), while inter-personal conflicts with superiors are significantly related to organizational outcomes such as job satisfaction, organizational commitment, turnover intentions and real turnover (Riaz & Junaid, 2011).
Intra-group Conflict 
The intra-group conflict is also known as intradepartmental conflict. This is also referred to as conflict among members of a group or between two or more subgroups within a group in connection with its goals, tasks, procedures, behaviour and attitude (Riaz & Junaid, 2011). This kind of conflict may also occur as a result of incompatibilities or disagreements between some or all the members of a group and its leaders. Harmony with the departments of the company is essential. It helps to maintain productivity and workplace morale, among other things, such as good relationship and productivity. When two or more people do not get along together, that personal conflict can affect everyone around them. Intra-group conflict may be connected with ethnic, religious or gender prejudice, and also various personality differences. 
Inter-group Conflict 
Inter-group conflict is also known as inter-departmental conflict. This happened as a result of conflict between two or more units or groups within an organization. Conflicts between manager and staff, production and marketing, headquarters and field staff are examples of this type of conflict. One special type of inter-group conflict is between labour and management. For example, one group of employees can unite against another group. This kind of conflicts can arise due to differences in status and contradicting goals of the groups. Intergroup conflict is usually caused by miscommunication or no communication, affecting an organization’s ability to function.


Inter-organizational Conflict 
This is the conflict between different organizations (Jones & George 2008). There are three types of inter-organizational conflict: substantive conflict, emotional conflict and cultural conflict. Substantive conflict arises when there is a disagreement between two organizations at a fundamental level. For example, the conflict between firms that carries out ethical treatment of animals and another one that conducts on laboratory animals. Emotional conflict occurs when people from different organizations react based on an emotional level, such as; fear, jealousy, envy or stubbornness. Cultural conflict is related to cultural needs and desires. These conflicts are often caused by misunderstanding and stereotyping. However, inter-organizational conflict can often be resolved with the aids of mediation and acknowledging cultural differences (Yi-Hui lee, 2009). There exist several ways of managing each type of conflict. Just that a manager needs to identify the orientation of the conflict he/she is dealing with before coming up with a strategy.
2.1.5 Component of Conflict Management
One of the rare areas of broad consensus within conflict management studies is that five conflict strategies can be used to manage conflict. Ibukun (2019) developed a model that identified five common strategies or styles to deal with conflict. They emphasized that individuals tend to have a personal and habitual way of dealing with conflict, which can occur when we are under pressure and sometimes it is the most productive strategy to solve the conflict, but very often it is not and simply worsens the situation (Pickard, 2012). A first step in dealing with conflict is to discover your preferred conflict strategy and subsequently, learn how to manage a variety of situations using different approaches. The table below (Calm & Abigail, 2007) shows these strategies, what they mean, what their objective is and the behaviours they result in: The conflict strategies, objective, definition and behavioural tactic are shown below.



Table 1: Component of Conflict Management
	Conflict strategy
	Definition
	Objectives
	Behaviour/tactic

	Avoidance
	Withdrawal
	Loss-Loss
	Physical absent or silent

	Accommodation
	Acquiescence
	Loss-Win
	Give in, don’t make

	Competition
	Aggression
	Win-Loss
	Selfish, argumentative

	Compromise
	Trade-offs
	Win and loss
	Wheeler-dealer

	Collaboration
	Mutual satisfaction
	Win-win
	Supportive of self and others


Source: Calm & Abigail, (2007). 
Avoidance
Avoidance is a strategy usually adopted by people with a poor history of dealing with conflict (Calm & Abigail, 2007). This implies that avoidance is a destructive conflict strategy and that using it means conflicts never get resolved. Furthermore, the other party often turns to fight to get a response. Thus, score low on both assertiveness and cooperativeness. 
Accommodation
Accommodators are people who give in to maintain the illusion of harmony (Calm & Abigail, 2007). Accommodation scores low on assertiveness and high on cooperativeness (Thomas and Kilmann 1974). Accommodation as a destructive strategy because it often leads to a buildup of negative emotions (Wertheim 2002) . Resentment can develop for the accommodator and guilt or contempt for the victor views.
Compromise
It involves bargaining and mutually giving up something to settle. It can be used to get a quick resolution and prevention of further escalation (Robin 2002). Compromise usually involves high to the moderate emotional level, high to low skill level, moderate clarity of both goals, the moderate status of the relationship, win-win attitude toward authority, moderate concern for traditions, and moderate fear of punishment. 
Competition
Competitive individuals are high on assertiveness and low on cooperativeness (Thomas & Kilmann, 1974). This is because it is a classic win-lose outcome that leaves the loser unhappy with the outcome and reinforces the competitive behaviour of the winner. This is also the conflict strategy that most reflects dualistic thinking. 
Collaboration
Collaboration is the best conflict strategy according to Robin (2002). This is because it delivers win-win outcomes. Thomas and Kilmann (1974) say collaborators are high in assertiveness and high in accommodation, Collaboration uses integrative behaviours and developing mutually satisfying agreements to solve the problem (Calm & Abigail, 2007). They view integrative behaviours as being aspects of teamwork such as mutual assistance, cooperation and collective action. Collaboration is a non-dualistic behaviour as it requires the parties to think of the best interests of both sides rather than just their interests.  
2.1.6 Concept of Employee engagement and job satisfaction
According to Dessler (2012), performance constitutes the comparison between employee engagement and job satisfaction and basic standard. Employee engagement and job satisfaction consists of more than one kind of behavior and a source of competitive advantage to promote responsiveness in enhancing overall organizational effectiveness (Nwamadi & Ogbonna, 2021). Employee engagement and job satisfaction represents the levels of achievement of job and the fulfillment of organizational regulations, expectations, or requirements for an official role (Prasetya & Kato, 2011). Performance is the outcome of actions and skills of employees who perform in some situation. It is a deed and exhibition of employee skill. Hsu (2005) maintain the position that performance is an employee's overall work outcomes, including efficacy, efficiency, and effectiveness. Employee engagement and job satisfaction is the outcome of certain work activities done by employee within a specific period.
Mangkunegara (2009) defines employee engagement and job satisfaction as a qualified and quantified performance of an employee in doing his job according to his responsibility as an employee. Quantity is the outcome, which can be, measured how far a person can be successful in achieving his goal, while quality is how a person makes many mistakes, disciplined, and punctual. Working time is referred to the amount of a person’s attendance, his lateness, and his length of service in the previous year. Liao, Lu, Huang and Chiang (2012) viewed employee engagement and job satisfaction as an index for improvements, recompenses, retributions, reviews and remuneration changes. It also gratifies the desires for employees to realize themselves. Ahmad and Khurram (2011) are of the opinion that employee engagement and job satisfaction embodies the belief of the personnel in relation to their conduct and aids in the direction of the achievement of the organization’s goals.
Ahmad and Shahzad (2011) are of the opinion that performance of an employee expresses the entire conviction of an employee in regards to the actions and input to the attainment of the organizations goals and mission. They further argued that practices of compensation, evaluation of performance and practices concerning promotion of and employee are the benchmark for performance of a worker. Alagaraja and Shuck (2015) reveal that employee engagement and job satisfaction can be measured by means of regular training and improvement. Moreover, Anitha (2013) aver that atmosphere at which employee perform task and other schedules, relationship with bosses, co-employee and that of team, compensation procedure, and engagement of an employee are determining factors for performance. Employee engagement and job satisfaction has been described as activities which aim at improving, updating or maintaining employee skills and abilities (Elnaga and Imran, 2013; Malaolu and Ogbuabor, 2013). 
It is a set of systematic and, planned activities designed by the management to provide its employees with the opportunities to acquire necessary skills to meet current and future demands of work (Werner & DeSimone, 2006). 
2.1.7 Relationship between conflict management and employee engagement and job satisfaction
Conflict management is one of the major skill that has a significant influence on the tasks employee have to perform daily bases (Paresashvili, Maisuradze, Gechbaia, Weis & Viktor Koval 2021). Conflict in organizations was always under interest of researches and its interest has not reducing till now. This issue is actual with the same intensity for small, middle and large organizations. Contemporary working style needs understanding it from today’s view, moreover in the period of pandemic. Conflict is thus endemic despite the best of management practices in organizations and manifests in various forms as an intrinsic and unavoidable feature of employment relationship (Long, 2015). The ways of managing organizational conflict are as varied as its causes, origins and contexts. The purpose of conflict management, whether undertaken by the parties in conflict or whether involving the intervention of an outside party affects the entire structure of a conflict situation so as to contain the destructive components in the conflict process.
 In organizations, conflict arises among the employees as a result of individual differences in belief, attitudes, perceptions, aspirations and roles in their functions. Conflict management tactics 	positively moderate the relationship between task conflict and performance (Paresashvili & Maisuradze, 2017). The employees in a particular organization come from different ethnic background and different earning capabilities for handling responsibilities. In this case, conflict is bound to arise among the workers in the workplace. The accommodating strategy of conflict management shows having more concern for others that is putting the needs for others first, in that they intend to satisfy the needs for the other parties thus appeasement (Longe, 2015). The strategy is associated with accommodating behaviours which involves putting aside ones interests to please the rest. 
The method is unassertive and cooperative and normally used when one party is willing to give up for the other. In this case, managers try to meet the needs of all those involved in the conflict and this strategy is best suited for conflicts which have already existed and solve before.
According to Alzawahreh (2011), the accommodating takes the form of pleasing
the other party thus high concern for others. The strategy tends to protect the interests of
the other parties thus giving an opportunity to see the conflict from a different direction
all together. Lather, Jain and Shukla (2010) found out that the strategy is less likely to be
used in an organisation because of its disadvantages that may come about in the long
run whereas some researchers found the method suitable in some organisation since manager try to meet the needs of the parties involved in the conflict.
According to Montes, Rodriguez and Serrano (2012), the style is used to maintain a harmonious relationship between management and employees thus leading to high performance of employees especially when the strategy is effective and beneficial. Collaboration strategy of conflict management is a strategy which involves one party winning and the other losing or well known as a competition, each party trying to achieve what they want over the other party (Simpao, 2013). The parties have got to be assertive
achieve their goals, without cooperating with the other party and have no concern for
them (Chan, Sit, & Lau, 2014). This strategy is most appropriate in case of an emergency
has to be made such as wages, policies and procedures and also when parties are and
comfortable with the style. According to Shaheryar (2016), the strategy may affect the
relationship between the parties involved and may encourage another kind of conflict
all together in the long run thus an ineffective style of conflict management.
2.2 Theoretical Review
2.2.1 Traditional Theory of Conflict management
Traditional View (1930-1940) says that conflict must be avoided as it reflects malefaction within the group. Conflict is viewed as a destructive tendency negatively related to bad outcomes. Conflict can be effectively managed by top level management because of their strategic vision and understanding of issues. This school of thought hinges its proposition on the need to avoid conflict because of its negative tendencies. Thus, there is need to pay attention to causative factors of conflict and put forward corrective measures for increased service delivery (Robins, 2005). Most conflicts have negative connotations, invoke negative feelings and often lead to destruction. Whether the effect of conflict is good or bad depends on the strategies used to deal with it (Rahim, 1986) In addition, this theory critically examined various perspectives about a subject matter or issue from a wider and sociological point of view.
It was postulated by Karl Marx and Max Weber, which focuses on conflict as inevitable part of the social life, while the societies are enmeshed by inequalities and thus there is an emphasis on the role of competition in producing conflict. In addition, the theory believes that, conflict is not necessarily a negative aspect of society, since it produces social change. The society comprises of both dominant and subordinate groups which compete for resources- the- have and the- have not. While it is no longer considered effective to avoid workplace conflict, it is however necessary in order to calm emotions before the commencement of conflict resolution. Conclusively, this theory states that a minimum level of conflict is of good value to the organisation and the staff because it propels creative thinking, innovativeness, and healthy competition among health professionals which will result in improved service delivery to patients and nip conflict in the bud.
2.2.2 The Contingency Theory of Conflict Management  
Management scholars agree that there is no best way to make decisions, to lead and to motivate employees of any organization (Rahim, 2011). Since its conceptual breakthrough in the late 1960s, the contingency perspective has become a significant theoretical perspective to study various aspects of management (Thai, 2014). Taking the lead from the contingency approach, it is doable to build up a contingency theory of conflict management as if a conflict situation is characterized by low decision quality and low acceptance. Then the dominating style is justified; where there are high decision quality and high decision acceptance, the integrating style will be appropriate; where there are low decision quality and high decision acceptance, the obliging style will be appropriate; Where there are high decision quality and low decision acceptance, then the avoiding style will be justified and finally, the compromising strategy indicates intermediate concern for decision quality and decision acceptance (Rahim, 2011). 
The theory does not present the five model styles of managing conflict in an organization but rather it presents how a thorough analysis of the conflict situation can indicate an appropriate style of managing conflict in an organization. A study by Ndulue and Ekechukwu, (2016) on the impact of conflict management on employee engagement and job satisfaction of the Nigerian Breweries Company has recommended that the improvement should be in the area of conflict management approaches (bargaining, compromise, and forcing) since it improves employees' performance.
2.2.3 The Marxist Theory of Conflict Management
Karl Marx (1818-1883), the great German theorist and political activist, is credited with sowing the seeds for the several theories that emphasize social conflict, the theory of conflict management was first purported by Karl Max. The theory states that society is in a state of perpetual conflict because of competition for limited resources. The theory holds that social order is maintained by domination and power, rather than by consensus and conformity. According to this theory, those with wealth and power try to hold on to it by any means possible, chiefly by suppressing the poor and powerless.  Conflict theory examines any social phenomenon through the lens that, there is a natural human instinct towards conflict. Marx is not saying that, conflict is good or bad, but rather, that it is an unavoidable aspect of human nature and that it helps to explain why things are the way they are. 
For example, conflict theory can be used to look at wars, violence, revolutions and forms of injustice and discrimination by explaining that there is a natural disparity in societies (and individuals) that causes these problems. A basic premise of conflict theory is that individuals and groups within society will work to try to maximise their own wealth and power (Marxists Internet Archive. Manifesto of the Communist Party. Accessed August, 10, 2020).  In the current research, where workplace (industrial) conflict is examined, the theory establishes the fact that, conflict is inherently inevitable either at, intra-personal inter-personal, inter-departmental levels because issues and opinions would obviously and always differ both at the top, middle and lower management levels. With this consciousness, managers at different levels of the organisation have to take necessary steps both to identify areas of conflict, mitigate and put strategies in place to manage them.
This is because protracted conflict in an organisation tend to either slow down the pace of performance or outrightly cause a total breakdown in the flow of work. This study thus provides the various ways of management of conflicts, whether at inter-personal, intra-personal, inter-departmental levels respectively. At the intra and inter-personal levels,  Blake & Mouton’s five possible modes of conflict management, namely: withdrawal, smoothing, compromise, forcing and problem-solving comes handy, while at the inter-departmental level, the following methods are suggested: conflict avoidance (separating departments by re-locating them physically), regulating a conflict by introducing new rules and procedures, seeking a form of "legalistic" solution (by appealing to higher organisational authorities), using departmental representatives to reach a compromise agreement or seeking mediation or arbitration from an outside body.
The Marxist theory is relevant and adapted to the study because it enables the management to ensure that existing benefits UNILORIN’s employees in term accommodation strategy, compromise and collaboration are fairly and justly taking care of these affect their level of commitment and overall performance.
2.3 Empirical Review
The study by Agbaeze and Ebirim (2020) to investigate conflict management strategy and employee behaviour in selected multinational corporations in South-South, Nigeria. It is an empirical study of selected eight multinational corporations in South-South, Nigeria. A stratified sample size of 92 respondents was used. The core aspect of the study is the use of cross sectional survey research design in generating the required primary data. Data collected were analyzed using descriptive and inferential statistics. The questionnaire was designed to obtain a fair representation of opinions using a five point Likert scale. Hypotheses formulated were tested using the Pearson product moment correlation co-efficient. The results revealed that there was positive significant relationship between conflict management strategy and employee behaviour in selected multinational corporations in South-South, Nigeria.
It was concluded that the management of multinational corporations should identify the conflict management strategies, take concrete notice of the conflict of interests of the employees, pin-point the causes of conflicts, so that there would be effective and efficient production of goods and services and also, the fostering of good relationship among the employees and between the management and employees in the multinational corporations in South-South, Nigeria. Adilo (2019) conducted a study on conflict management and organizational performance with particular reference to selected breweries in the South East, Nigeria.  Survey research technique was adopted as the design of the study. The data used were sourced from primary sources. A total of five brewery companies were sampled. The data generated were analyzed using frequency tables and percentage analysis. Regression analysis was employed to test the hypotheses formulated.
The study revealed that all the conflict management strategies namely negotiation, collective bargaining, joint consultation and alternative dispute resolution were found to have significant positive relationship with organizational performance. The study (researcher/writers) concludes that conflict management has significant positive relationship with organizational performance in selected brewery companies in South East Nigeria. Ibukun (2019) the purpose of this study is to investigate effect of industrial conflict on employee engagement and job satisfaction in a private sector organisation, a case of Ikeja Electricity Distribution Company. This study adopted a survey research design. A total of 100 hundred respondents were selected for the study using stratified sampling techniques. Questionnaire was used to collect primary data. Data collected were analysed using Excel, statistical methods and descriptive statistics. Correlation analysis was to measure the degree of relationship between the independent variable and the dependant variables. 
The findings revealed that poor management of conflict arising from and inter-organisation and intra-group relations and individual employees as well as ineffective conflict resolution procedures affect employees’ performance.  It was recommended that organisations should improve on their human resources practices and also put good strategic planning in place to be more proactive in handling conflicts. Furthermore, management should ensure that the company has effective policy framework that will address conflicts and create harmonious relationship with the Unions. This may to some extent minimize work place conflicts in the organization and increase employees' performance. Nwadike (2019) investigate the effect of accommodating strategy, avoiding strategy, collaborating strategy and compromising strategy on organizational performance. The study adopted the survey research method. The population of the study was made up of 1752 employees of the Nigerian Breweries, Plc in the South-East zone of Nigeria.
A sample of 337 respondents was drawn from the population using Borg and Gall (1973) formula, while the questionnaire response rate was 300(80.65%). The hypotheses were tested by the use of Pearson Moment Correlation Coefficient and Multiple Regression analysis through SPSS computer software version 21. Results showed that accommodating strategy had a significant positive effect on organizational performance of Brewery companies in Nigeria, and that avoiding strategy had a significant negative effect on organizational performance of Brewery Companies in South-East Nigeria. The study further revealed that collaborating strategy had a significant positive effect on organizational performance of Brewery firms in South-East Nigeria, and that compromising strategy had a significant positive effect on organizational performance of Brewery firms in South-East Nigeria. 
The result was supported with Chan et al (2007) who confirmed that the use of integrating conflict management strategy by managers led to positive subordinate outcomes and also concluded that managers’ effective conflict management style facilitated the social exchange process with their subordinates who induced subordinates’ positive work attitudes, including increased job satisfaction and decreased turnover intention.










[bookmark: _Toc95154111]CHAPTER THREE
[bookmark: _Toc95154112]METHODOLOGY
[bookmark: _Toc95154113]3.1 Introduction 
This section deals with the methodology the study was underpinned. It includes research design adopted for the study, the study population, sample size, sampling technique, sources of data, research instrument, validity of data instrument, reliability of data instrument, research procedure, method of data analysis and ethical considerations.
[bookmark: _Toc95154115]3.2. Research design
Research design is the structure of investigation aimed at identifying variables and their relationships to one another (Jongbo, 2014). It refers to the blue print, plan and guidelines utilized in data analysis with respect to the study. This study employs quantitative research design, specifically the descriptive survey design and inferential statistics because such design accurately and objectively describes the characteristics of a situation or phenomenon being investigated and provides a description of the variables in a particular situation and, sometimes, the relationship among these variables rather than focusing on the cause-and effect relationships (Johnson & Christensen, 2012).
[bookmark: _Toc95154116]3.3 Population of the study
Target population is an entire group of individuals, events or objects having common observable characteristics that are being investigated (Mugenda & Mugenda, 2013). The target populations for this study were the employee of the University of Ilorin in Ilorin, Kwara State. The target population constituted of 197 employees in the organziation.
[bookmark: _Toc95154117]3.4   Sample size and Sampling techniques
However, the study adopted two (2) sampling techniques, which include Purposive stratified sampling, and simple random techniques. The first stage employed purposive selection in accessing data from the Head of operations of each department. The second stage employed stratification to ensure biasness is removed or is minimized and a fair representation is obtained from each section/department, this was followed by Simple Random Sampling technique in selecting equal number of respondents from each department to be included in the study as reported by Asika, (2010) that equal chance of selecting respondents and sample size is important to research reliability, validity and for complete enumeration of survey research design.  Hence the study were able to poll opinion responses from 130 employees of UNILORIN in Ilorin in the final selection obtainable through the use of the following statistical formula adopted and adapted from Kreijcie & Morgan, (1970).
 (P = 50%, d = degree of accuracy expressed as a proportion, 0.5).
N = Population size = 197
x2t = table value of chi-square at degree of freedom of 1 for 5% confidence level i.e. (0.05 = 3.84)
e = level of significant i.e. 5%
The Statistical formula is




                                                                     n = 130
Because of the homogeneity of staff within a job classification and difference between job assignments, stratified random sampling is adopted. The selection of staff from each job classification was made following proportional allocation of simple random sampling techniques as described below:
[bookmark: _Toc95154118]3.5   Research instrumentation
The main instrument used for the study is structured questionnaire targeted “Conflict Management (CM) and Employee engagement and job satisfaction” which was used for data collection. The questionnaire consisted of fourteen (15) questions in which section ‘A’ contains demographic information, section ‘B’ and section ‘C’ elicited information on respondents of the demographic variable, such as age, sex, marital status, educational background, professional qualification, and working experience. Where section ‘B’ deals with the main study and its variable, which are Conflict management (CM) and Employee engagement and job satisfaction (EP).
In this study, each factor was based on Likert four-point scale:
Strongly Agree - SA - 4, Agree - A - 3 Disagree - D - 2 Strongly Disagree - SD – 1
[bookmark: _Toc95154120]3.6 Validity and reliability of the instrument
Validity of the instrument has to do with the instrument measuring what is expected to measure; here the questionnaire is expected to measure the impact of operational relationship management on customer’s loyalty. The study will use both face and content validity to ascertain the validity of the questionnaires. In order to determine the validity of the instrument the researcher will request an expert in the field to assure that the item will measure what they were intended to measure; this has to do with face validity. 
Secondly, the researcher made use of content validity with ensures that the entire concepts used in the study were covered. Reliability is concerned with question of whether the results of a study are repeatable. For this study, the reliability of the research instrument will be ascertained by subjecting the final draft of the questionnaire to pilot survey using 10 respondents to test the reliability of the instrument.   
[bookmark: _Toc95154121]3.7 Method of data analysis
Data collection will be analyzed using both inferential and descriptive statistics. Inferential statistics shall have made use of Pearson Moment correlation and regression analysis with the aid of statistical package for social sciences (SPSS, version 25.0), to test the hypotheses formulated for the study. Descriptive statistics will explain Socio-demographic characteristics by using frequencies tables and percentage. The rationale for using correlation and simple regression analysis was because it is a statistical tool that does not only explores the relationship between two variables (dependent and independent variables) but also indicate the direction of the result and the degree of variability changes in the level of dependent variable as a result of regressed factors of independent variables. Analysis of variance (ANOVA) will be further used to test for the overall significance of the estimated regression. That is to know perhaps whether the proportion of the total variation in the dependent variable as explained by the whole model is significant.
[bookmark: _Toc95154122]3.8 Model Specification
The following models were specified in accordance with the objectives and formulated hypothesis in other to guide and capture the effect of independents variable on dependent variable on this study: 
Ho1, Ho2, and Ho3, will be analyzed using the following model below:
Y=β0+β1χ1+β2χ2+β3χ3…βnχn
MODEL 1
Ho3. Accommodation Strategy has does not significantly has affect on employee engagement and job satisfaction in IBECD
The analytical model used is in the form of a simple regression model.	
The effect of AS is determined by the equation below:
Y = α + β1X1 + e0
Where:
Y = “Employee engagement and job satisfaction” measure through subjective approach “accommodation strategy”
α= Constant/the intercept point of the regression line and the y-axis
β= the slope/gradient of the regression line
X1 = “Accommodation Strategy” measured through “specification of IBECD related tasks through local languages”
e0 = Error term
Model 2:
Ho2. Collaboration strategy has no significant effect on employee engagement and job satisfaction in IBECD
The simple regression model is given as:
Y = α + β1X1 +e0
Where:
Y = Dependent variable = Employee engagement and job satisfaction measure through “turned around times of Customers in IBECD”
α= Constant/the intercept point of the regression line and the y-axis
β1 = the slope/gradient of the regression line, i.e. coefficient of the regression parameter.
X1 = “Collaboration” measure through “employee engagement and job satisfaction”  
e0 = Stochastic error
MODEL 3:



















CHAPTER FOUR
[bookmark: _Toc521939011][bookmark: _Toc95154124][bookmark: _Toc372031408]DATA PRESENTATION, ANALYSIS AND INTERPRETATION
[bookmark: _Toc95154125][bookmark: _Toc372031409][bookmark: _Toc521939012]4.1 Introduction
This chapter presents the data analysis techniques and interpretation of the findings of the relevance of conflict management on employee engagement and job satisfaction in the selected University of Ilorin. The finding was intended on answering the study’s research objectives. Data composed was collated and reports were produced in form of tables and figures and quantitative analysis were done in prose.
[bookmark: _Toc95154126][bookmark: _Toc521939013][bookmark: _Toc372031410]4.2 Questionnaire return rate
[bookmark: _Toc341428600][bookmark: _Toc372031411][bookmark: _Toc521939014]The study response rate was 130 and majority of the completely filled questionnaires (60.0%) were got from Unilorin staff. This give the response rate of 66% of the total population and by implication the response rate is very good and will further enhance the accuracy of findings of the study. 
[bookmark: _Toc95154127]4.3 Socio demographic characteristics
This section presents the socio-demographic information of the respondents presented in frequencies tables and percentages. The study found it crucial to provide evidence of demographic data since it was deemed that such information was a clear indicator of factors that may influence performance in sampled organization. The analysis relied on this information of the respondents so as to categorize the results according to their acquaintance and responses of socio-demographic variables.
	Table 4.3.1 Distribution by Age

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	18-25 years
	40
	30.8
	30.8
	30.8

	
	26-40 years
	63
	48.5
	48.5
	79.2

	
	41-50 years
	17
	13.1
	13.1
	92.3

	
	51 years & above
	10
	7.7
	7.7
	100.0

	
	Total
	130
	100.0
	100.0
	


The age distribution of respondents as presented in Table 4.3.1 shows that 63 out of the 130 respondents are the majorities in the age bracket of 26-40 years representing 48.5%; 40 representing 30.8% were in the age range of 18-25 years, while 17 representing 13.1% were in the age range of 41-50 years and 10 respondents representing only 7.7% of the respondents are the matured old workers above 51 years. This implies that the sampled university was blessed with young creative staff between 18-40 years of age representing 79.2% of the total population.
	Table 4.3.2: Distribution by Working Experience

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	1-5 years
	35
	26.9
	26.9
	26.9

	
	6-10 years
	33
	25.4
	25.4
	52.3

	
	11- 15 years
	56
	43.1
	43.1
	95.4

	
	16 years & above
	6
	4.6
	4.6
	100.0

	
	Total
	130
	100.0
	100.0
	



Table 4.3.2 shows that 56(43.1%) of the majority of respondents are in the electricity service for as long as 11-15 years. This was followed by 35(26.9%) of respondents indicating duration of their service with sampled university is between 1-5 years, and 33 representing 25.4% specified their working range duration to be between 6 -10 years and a negligible 4.6% indicating i6 years of working experience and above. This implies that the sampled university has well experienced staff to manage, coordinate conflict management practices to plan toward sustainable employee engagement and job satisfaction, and they will go far to provides the study the needful responses.
	Table 4.3.3 Distribution by Gender

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	70
	53.8
	53.8
	53.8

	
	Female
	60
	46.2
	46.2
	100.0

	
	Total
	130
	100.0
	100.0
	


[bookmark: _Toc372031413]The study sought to establish the distribution by gender of the respondents in selection of the sample. It was observed that majority (53.8%) of the respondents were male while 46.2% of the sample were female. The findings shows that a majority of the respondents were male (54%), this was interpreted to mean that more males than females who managed the conflict management better due to the herculean coordinate process required in the implementation.
	Table 4.3.4 Distribution by Marital Status

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	1.00
	91
	70.0
	70.0
	70.0

	
	2.00
	33
	25.4
	25.4
	95.4

	
	3.00
	6
	4.6
	4.6
	100.0

	
	Total
	130
	100.0
	100.0
	


The study sought to establish the marital status of the respondents, the findings reveal that most of the staff (70%) had never been married, 25.4% were married and 4.6 % were separated. The respondents who had never married were mostly those attached responsibility, focus to conflict management in accomplishing target objectives, and devote their time to its implementation as a chief decision maker in the sampled university. Therefore findings revealed that marital status was a big determinant conflict management and its implementation because it required time devotion, focus and good determination from singled minds who cannot be distracted from family responsibilities.
	Table 4.3.5: Distribution by Educational Qualification

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	OND/NCE
	14
	10.8
	10.8
	10.8

	
	BSC/HND
	38
	29.2
	29.2
	40.0

	
	MSc/MBA
	51
	39.2
	39.2
	79.2

	
	PhD
	10
	7.7
	7.7
	86.9

	
	ACIB/ACAN/ICAN
	17
	13.1
	13.1
	100.0

	
	Total
	130
	100.0
	100.0
	


Table 4.3.5 examined educational level of the respondents. Analysis showed that, the majority of the respondents 46.9% were 	MSc/MBA holders. 29.2% were B.Sc./HND holders representing 38 respondents in sampled area while 17 representing 13.1% were holders of other certificates in Unilorin related Professional courses like ACIB, ACAN & ICAN, 14 respondents representing 10.8% were holders of Intermediate Certificates (NCE/OND). In addition, 10 representing 7.7% were PhD holders. This implies that there is high level of literacy staffs in the sampled university that anchored the most demanding task in conflict management among which MBA holders takes the lead but overall OND/HND/BSc Holders are majorly the staff with lower qualifications recruited in sampled university when pooled together. 
	Table 4.3.6: Distribution of Respondents by Religion belief

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Christianity
	58
	44.6
	44.6
	44.6

	
	Islamic
	72
	55.4
	55.4
	100.0

	
	Total
	130
	100.0
	100.0
	


[bookmark: _Toc521939015]The frequencies analysis revealed that major participants in this study believed in Islam. Specifically, the data showed that 58 of the respondents representing 44.6% were Christians while a total of 72 representing 55.4% of respondents were Muslims. This figure was true that the majorities of participants were Muslim staff dominated in selected areas in the sampled university. Though the figure is very close and this implies that religion differences or discrimination is not attached to any member of staff acclaimed the position of HR-leader and chief decision maker in respect to religion belief or differences in the sampled university.
[bookmark: _Toc95154128]4.4 Data Analysis According to Key Questions
RESEARCH QUESTION 1: What effect does accommodation strategy have on employee engagement and job satisfaction in the UNILORIN?
	Table 4.4.1: Well-constructed accommodation strategy has a great effect on employee engagement and job satisfaction in the UNILORIN?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	63
	48.5
	48.5
	48.5

	
	Agree
	33
	25.4
	25.4
	73.8

	
	Undecided
	18
	13.8
	13.8
	87.7

	
	Disagree
	11
	8.5
	8.5
	96.2

	
	Strongly Disagree
	5
	3.8
	3.8
	100.0

	
	Total
	130
	100.0
	100.0
	


Source: SPSS Computation, 2025
73.8% of respondents were fully satisfied that performance is improved through a well instituted of accommodation strategy that has fair execution in overall task accomplishment in sampled organization. 13.8% were undecided and 12.3% disagree on the claim. This implies that the sampled organization attached responsibility to well constructed accommodation strategy for overall superior performance.
	Table 4.4.2: proper implementation of accommodation strategy make employee to perform in the UNILORIN

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	38
	29.2
	29.2
	29.2

	
	Agree
	41
	31.5
	31.5
	60.8

	
	Undecided
	23
	17.7
	17.7
	78.5

	
	Disagree
	16
	12.3
	12.3
	90.8

	
	Strongly Disagree
	12
	9.2
	9.2
	100.0

	
	Total
	130
	100.0
	100.0
	


Source: SPSS Computation, 2025
29.2% of respondents strongly agreed on proper implementation of accommodation strategy, 31.5% of respondents agreed, and 17.7% of respondents were undecided, 12.3% disagreed and 9.2% of respondents strongly disagree. This implies that overall performance of the sampled university improved through effective implementation of accommodation strategy
	Table 4.4.3: Absence of accommodation strategy result to lack of direction and poor performance of both employees and the organization

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	63
	48.5
	48.5
	48.5

	
	Agree
	20
	15.4
	15.4
	63.8

	
	Undecided
	8
	6.2
	6.2
	70.0

	
	Disagree
	19
	14.6
	14.6
	84.6

	
	Strongly Disagree
	20
	15.4
	15.4
	100.0

	
	Total
	130
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.4.3 reveal that 30%of the respondents indicated that the sampled university lack direction in implementation of accommodation strategy and they had poor performance, 6.2% of respondents were undecided and 63.8% agreed that prior knowledge of the sampled university in embracing  accommodation strategy and implementation process has proper direction in employee and employee engagement and job satisfaction. The majority (63.8%) of the respondents indicated that they never experience any difficulty using accommodation strategy.
Research Question 2: Does collaboration strategy has any effect on employee engagement and job satisfaction in the Unilorin?
	Table 4.4.4: collaboration strategy bring about teamwork among workers in the organization

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	81
	62.3
	62.3
	62.3

	
	Agree
	12
	9.2
	9.2
	71.5

	
	Undecided
	14
	10.8
	10.8
	82.3

	
	Disagree
	6
	4.6
	4.6
	86.9

	
	Strongly Disagree
	17
	13.1
	13.1
	100.0

	
	Total
	130
	100.0
	100.0
	


Source: SPSS Computation, 2025
62.3% of respondents strongly agreed, 9.2% agreed, another 10.8% of respondents were undecided, 4.6% disagreed and 13.1% strongly disagreed on the claim that collaboration strategy enhances employee teamwork and organizational performance. Thus more than two-thirds of the respondents express that part of the reason of collaboration strategy is to ensure industrial harmony is put in place for better employee engagement and job satisfaction in the Unilorin. 
	
Table 4.4.5 Better understanding and working relationship put in place that increase employee engagement and job satisfaction is ensured through collaboration strategy

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	52
	40.0
	40.0
	40.0

	
	Agree
	30
	23.1
	23.1
	63.1

	
	Undecided
	16
	12.3
	12.3
	75.4

	
	Disagree
	16
	12.3
	12.3
	87.7

	
	Strongly Disagree
	16
	12.3
	12.3
	100.0

	
	Total
	130
	100.0
	100.0
	


Source: SPSS Computation, 2025
The result in table 4.4.5 complement the finding in table 4.4.4 and that 63.1% of the respondents affirmed claim to better understanding and working relationship brought by collaboration strategy in promoting employee engagement and job satisfaction. 12.3% were undecided and about 24.6% of respondents expresses their unreserved comment on total disagreement on the claim. This implies that the selected Unilorin were able to improve performance by producing better understanding and working relationship on workforce through collaboration strategy. 



	Table 4.4.6 Effective collaboration strategy through internal collaboration better the mode of operation and improve employee engagement and job satisfaction

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	59
	45.4
	45.4
	45.4

	
	Agree
	31
	23.8
	23.8
	69.2

	
	Undecided
	13
	10.0
	10.0
	79.2

	
	Disagree
	14
	10.8
	10.8
	90.0

	
	Strongly Disagree
	13
	10.0
	10.0
	100.0

	
	Total
	130
	100.0
	100.0
	


Source: SPSS Computation, 2025
Since it is part of the strategy for the organization to know perhaps, whether collaboration strategy through internal collaboration brings better mode of production as claimed in table 4.4.6. 69.2% agreed in totality that mode of operation in sampled universitys has improved and significantly increase performance, 10% were undecided and another 20.8 disagreed in totality that does collaboration strategy enhance effective employee engagement and job satisfaction in the Unilorin? They don’t notice any strategic improvement in mode operation through effective collaboration strategy. Thus the majorities’ affirmation to the claim was supported because no less than two-thirds of respondents were satisfied with the organization’s claim. 




Research Question 3: Is there any relationship between compromise strategy and employee engagement and job satisfaction in the Unilorin?

	Table 4.4.7: compromise strategy is middle ground and committing to other’s concerns for attaining grater employee engagement and job satisfaction in the UNILORIN?

	  
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	34
	26.2
	26.2
	26.2

	
	Agree
	55
	42.3
	42.3
	68.5

	
	Undecided
	12
	9.2
	9.2
	77.7

	
	Disagree
	15
	11.5
	11.5
	89.2

	
	Strongly Disagree
	14
	10.8
	10.8
	100.0

	
	Total
	130
	100.0
	100.0
	


Source: SPSS Computation, 2025
The concept of compromise strategy is middle ground and committing to other’s concerns for attaining grater employee engagement and job satisfaction in the Unilorin. Table 4.4.7 revealed that 68.5% of respondents subscribed to compromise strategy as a middle ground process of getting high and quality work force performance, 9.2% of respondents were undecided and 22.3% disagree in totality on the claim. This implies that the sampled university attached importance to compromise strategy process of workforce to improve employee engagement and job satisfaction. 





	Table 4.4.8: Compromise strategy is involves finding acceptable resolution that partly satisfy all party concerns 

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	55
	42.3
	42.3
	42.3

	
	Agree
	22
	16.9
	16.9
	59.2

	
	Undecided
	27
	20.8
	20.8
	80.0

	
	Disagree
	21
	16.2
	16.2
	96.2

	
	Strongly Disagree
	5
	3.8
	3.8
	100.0

	
	Total
	130
	100.0
	100.0
	


Source: SPSS Computation, 2025
[bookmark: _Toc521939016][bookmark: _Toc95154129]55 respondents representing 42.3% strongly agreed, 16.9% of respondents agreed, 20.8% of respondents were neither agreed nor disagree, 16.2% disagree and another 3.8% of respondents express their deep disagreement on the claim that compromise strategy involves getting fairly acceptable resolution at workplace. There is enough evidence to support the claim that the sampled university offices subscribed to compromise strategy as means to reduce industrial conflict and other negative attitudes to work because of the opinions responses of large majorities. 
4.5 Test of Hypotheses
This section below presents coefficient of correlation, coefficient of determination, ANOVA and regression coefficient. Coefficient of correlation shows the relationship between the dependent variable and the independent variables, coefficient of determination shows the contribution of independent variables to the dependent variable, ANOVA tests the significance of the regression model while the regression coefficient shows the effect of unit increase independent variable to the independent variable.
H01: Accommodation strategy has no significant effect on employee engagement and job satisfaction in the Unilorin

	4.5.1: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.900a
	.811
	.809
	.56074

	a. Predictors: (Constant),AS


To assess the level of relationship between accommodation strategy on employee engagement and job satisfaction, simple regression model was carried out. The result of the regression analysis in the table 4.5.1 shows the value of the regression coefficient R= .900, R- square = .811 and adjusted R- square = .809. From this result the extent of relationship between conflict management measured by specifying any foreign language in job execution and employee engagement and job satisfaction is high and significant at 5% level. The R- square value that follows denoted 81% of variation in employee engagement and job satisfaction is explained by increase in working relationship by 1. The closeness of Adjusted-R square to the R-square implies the sample is a true aggregate of the total population in the model because the variance in outcome is negligibly 0.2% in the differences if the model is actually sampled from population.




	Table 4.5.2: ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	172.523
	1
	172.523
	548.689
	.000b

	
	Residual
	40.247
	128
	.314
	
	

	
	Total
	212.769
	129
	
	
	

	a. Dependent Variable: Employee engagement and job satisfaction

	b. Predictors: (Constant), AS


The significant value of P (0.000) is smaller than (0.05). This means that the independent variables (Accommodation strategy) are positively related with the dependent variable (employee engagement and job satisfaction). Hence, it is posited that there is significant effect in the employee engagement and job satisfaction and accommodation strategy at 5% level of significant. 
	Table 4.5.3: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.343
	.100
	
	3.426
	.001

	
	AS
	.918
	.039
	.900
	23.424
	.000

	a. Dependent Variable: Employee engagement and job satisfaction


The beta coefficient in table above indicates the beta value of the constant is .343 whereas, the beta value for the c is 918.The t- value of 23.424 and the significance level of .000 shows the model is significant at p<0.05. Thus, the constant= 0.343 implies that if the sampled university failed to address the problem of conflict management practice there is possibility of having 34.3% in employee engagement and job satisfactions which is a drop when compared to 81.1% increase in performance specified in the R2=0.811 in the model summary in table 4.5.1. Therefore, there is no reason whatsoever to remove conflict management in human resource practice to safe the sampled university in the slowing rate of employee engagement and job satisfaction. Therefore, null hypothesis is rejected and the alternative hypothesis accepted by posited that accommodation strategy has a significant effect on employee engagement and job satisfaction at 5% level of significant. 
H02: Collaboration strategy has no significant effect on employee engagement and job satisfaction in the UNILORIN
	Table 4.5.4: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.899a
	.809
	.808
	.50291

	a. Predictors: (Constant), CS

	


From the Model summary in table 4.5.4, the result shows that there is significant relationship between employee engagement and job satisfaction and collaboration strategy which is specified by the correlation coefficients (R=0.899, R2=0.262 & adjusted-R2=0.255). It is however noted from this results that 80.9% of employee engagement and job satisfaction is explained specifically by teamwork of employees in the sampled university. The adjusted R2 that follow depict the fact that not more than 0.1% would have been the variance in outcome if the model were derived from population rather than the sample, and the fact that the sample is fair representative of the total population because this value (0.809-0.808=0.001) is negligible. 

	Table 4.5.5: ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	137.134
	1
	137.134
	542.196
	.000b

	
	Residual
	32.374
	128
	.253
	
	

	
	Total
	169.508
	129
	
	
	

	a. Dependent Variable: Employee engagement and job satisfaction

	b. Predictors: (Constant),CS


The ratio of regression sum of square (137.134) to the total sum of square (169.508) gives approximate value of R2=0.809 which implies that the model account for most of the variations. The F-ratio=542.196 at (1, 129) degree of freedom fall outside the rejection State and p=000<0.05 implies the effect in employee engagement and job satisfaction and collaboration strategy is significant at 5% level.
	Table 4.5.6: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.001
	.094
	
	-.008
	.994

	
	CS
	.805
	.035
	.899
	23.285
	.000

	a. Dependent Variable: Employee engagement and job satisfaction


The significant effect of the predictor (Collaboration Strategy) on Employee engagement and job satisfaction is accepted and the null hypothesis is rejected (Beta=0.805; p=0.00<0.05) and the fact that about 80.5% increase in performance was caused by 1% increase in collaboration strategy. Therefore, the null hypothesis that there is no significant impact of collaboration strategy on employee engagement and job satisfaction is rejected at 5% level and the alternative hypothesis is accepted. It is however point of note here that collaboration through effective working together of competent and skillful workers contributes greatly to performance. The intercept of the regression line (constant=-0.001) implies that as the predictor Collaboration strategy = 0) i.e. were removed by the management of the sampled university the performance will only drop by 0.1% which is insignificant because of other factors not explained in the model that contributed about 19.5% increase to performance. Thus, the null hypothesis is rejected and the alternative accepted meaning that there is significant effect of collaboration strategy on employee engagement and job satisfaction at 95% confidence level.
H03: There is no significant relationship between compromise strategy and employee engagement and job satisfaction in the Unilorin
	Table 4.5.7.Pearson Moment Correlations

	Control Variables
	Emp. Performance
	Accommodation      
	Collaboration 
	Compromise

	Compromise Strategy
	Employee engagement and job satisfaction
	Correlation
	1.000
	.625
	.744
	.578

	
	
	Significance (2-tailed)
	.
	.000
	.000
	.000

	
	
	Df
	0
	127
	127
	127

	
	Middle ground
	Correlation
	.625
	1.000
	.704
	.580

	
	
	Significance (2-tailed)
	.*000
	.
	.000
	.000

	
	
	Df
	127
	0
	127
	127

	
	Moderate cooperative
	Correlation
	.744
	.704
	1.000
	.730

	
	
	Significance (2-tailed)
	*.000
	.000
	.
	.000

	
	
	Df
	127
	127
	0
	127

	
	Win/win solution
	Correlation
	.578
	.580
	.730
	1.000

	
	
	Significance (2-tailed)
	*.000
	.000
	.000
	.

	
	
	Df
	127
	127
	127
	0


(R2=0.811, adjusted R square=0.809 *0.05)
The PPMC table 4.5.7 above, revealed that under proper controlled of compromise strategy by the management of the selected Unilorin the employee engagement and job satisfaction increase as all the elements of CS increases at 5% level of significant. This is true of the relationship along the rows and columns of the matrix table which revealed that there was a positive relationship between employee engagement and job satisfaction and working relationship as shown by a correlation coefficient of 0.625, even though the compromise strategy is a control variable, the relationship between employee engagement and job satisfaction and middle ground is significant. It was also clear that there was a positive relationship between Employee engagement and job satisfaction and moderate cooperative practice with a correlation coefficient of 0.744, even though the Compromise strategy is a control variable, the relationship between employee engagement and job satisfaction and moderate cooperative practice is significant. It was equally revealed that there was a positive relationship between employee engagement and job satisfaction and win/win solution with a correlation coefficient of 0.578, even though the Compromise strategy is a control variable, the relationship between employee engagement and job satisfaction and win/win is significant. This shows that there was a moderate relationship between employee engagement and job satisfaction and compromise of middle ground, moderate cooperative and win/win in the selected UNILORIN. The significance in the individual relationships is due to interactive effects of compromise strategy with employee engagement and job satisfaction at 95% confidence level.
[bookmark: _Toc95154130]4.6 Discussion of Findings
It is found in socio-demographic data of this study that working experience (68.5% of respondents having 6-15 years) are the set of caliber of staff working in sampled university is high coupled with high level of literacy level of at least BSc/HND Certificate which is not deniable that the ever increasing rate of job losses in the company. The result in hypothesis 1 confirmed this reality fact that accommodation strategy contributes 81.1% increase to employee engagement and job satisfaction at 95% confidence level. This implies that well structure and proper implementation of accommodation strategy should be embraced because it is significant at 5% and it became paramount investment for the sampled university to continue to support the employees in overall work efficiency through accommodation in order to perform to expected targets. Therefore, null hypothesis is rejected and the alternative hypothesis accepted by posited that accommodation strategy has a significant effect on employee engagement and job satisfaction at 5% level of significant. This finding is in support of Montes, Rodriguez and Serrano (2012), that accommodation style is used to maintain a harmonious relationship between management and employees thus leading to high employee engagement and job satisfaction.
Hypothesis 2 equally revealed that the significant impact of the predictor (Collaboration strategy) on employee engagement and job satisfaction is accepted and the null hypothesis is rejected (Beta=0.805; p=0.00<0.05) and the fact that about 80.5% increase in performance was caused by 1% increase in collaboration strategy). Therefore, the null hypothesis that there is no significant effect of collaboration strategy on employee engagement and job satisfaction is rejected at 5% level and the alternative hypothesis is accepted. It is however point of note here that collaboration through teamwork of workforce contributes greatly to performance. The intercept of the regression line (constant=-0.001) implies that as the predictor (Collaboration strategy = 0) i.e. were removed by the management of the sampled university the performance will only drop by 0.1% which is insignificant because of other factors not explained in the model that contributed about 19.5% increase to performance. The decision here was that to save cost of witnesses industrial conflict, the management of the sampled university should embrace collaboration strategy. Otherwise, the null hypothesis is rejected and the alternative accepted meaning that there is significant effect of collaboration strategy on employee engagement and job satisfaction at 95% confidence level. This finding is supported with that of Nwadike (2019) that revealed that accommodating strategy, avoiding strategy, collaborating strategy and compromising strategy on organizational performance. 
Lastly the Pearson’s Moment correlation coefficients in hypothesis 3 which shows that there was a moderate relationship between employee engagement and job satisfaction and compromise strategy of middle ground, moderate cooperation and win/win solution in selected UNILORIN investigated at 5% level is high. The significance in the individual relationships is due to interactive effects of compromise strategy with employee engagement and job satisfaction at 95% confidence level. The finding is aligning with that of Saiti (2015) which found that compromising strategy encourages the employees to try and be cooperative and assertive to manage conflict among themselves in other to gain high performance. Therefore, null hypothesis 3 is equally rejected and the alternative hypothesis is accepted and the study hereby posited that there is high positive relationship between compromise strategy and employee engagement and job satisfaction at 5% level. 
[bookmark: _Toc521939017][bookmark: _Toc372031455]
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CHAPTER FIVE
[bookmark: _Toc372031456][bookmark: _Toc521939018][bookmark: _Toc95154132][bookmark: _Toc372031457]SUMMARY OF FINDINGS, CONCLUSIONS AND RECCOMENDATION
[bookmark: _Toc521939019][bookmark: _Toc95154133]5.1 Introduction
[bookmark: _Toc372031458]This chapter summarizes the whole research process. A brief summary of the whole study is given. It also provides a summary of the main findings of the study, conclusions of the study, recommendations and suggestions for further research.
[bookmark: _Toc95154134][bookmark: _Toc521939020]5.2 Summary of Findings
By having appropriate conflict management in place at University of Ilorin Unilorin, the findings have revealed that organization can elicit employee behaviors that are consistent with strategic conflict management, while attaching responsibility to harmonize good working relationship between the management and employee in other to achieve both individuals and organizational objectives.
This study examined the position of conflict management (CM) practices in improving Unilorin’s performance in three different offices in Ilorin Metropolis. Specifically, it examined the impact of accommodation strategy on employee engagement and job satisfaction at Unilorin, Ilorin, evaluated the extent to which collaboration strategy affect employee engagement and job satisfaction and explores the relationship between compromise strategy and employee engagement and job satisfaction at Unilorin. This work employed regression analysis and Pearson Moment Correlation (PMC) in testing the four (3) advanced null hypotheses in accordance with stipulated objectives and research problems under the level of significant of 5%. All hypotheses tested positive to alternate and the rejection of null hypotheses. Findings revealed that there was a moderate direct positive relationship between employee engagement and job satisfaction and conflict management in accommodation strategy, collaboration strategy and compromise strategy in the sampled universitys in Ilorin metropolis which is high and significant at 5% level. The significance in the individual relationships is due to interactive effects of conflict management with employee engagement and job satisfaction at 95% confidence level.

[bookmark: _Toc521939021][bookmark: _Toc95154135]5.3 Conclusion
Based on the empirical findings, it is concluded that accommodation strategy, collaboration strategy and compromise strategy were have significant effect on employee and overall performance of the organization. Similarly, the study concluded that there is high positive relationship between conflict management and employee engagement and job satisfaction in Unilorin in Kwara State, Nigeria.
[bookmark: _Toc95154136][bookmark: _Toc521939022]5.4 Recommendations	
Based on the findings made in the course of this study, the following recommendations are hereby suggested:
i. Adequate knowledge of conflict management through effective implementation of accommodation strategy should be given to employee to enhance spirit of accepting others interest for high performance.
ii. More collaboration should be given into the employees so that their level of working relationship will be improved which will invariably lead better performance.
iii. [bookmark: _Toc95154137] Compromise strategy should be among to priority of the management to enhance harmonious relationship and high performance among the employee in the organization. 
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QUESTIONNAIRE
Dear respondents,
I, _____________ a final year student of University of Ilorin currently pursuing Bachelor of Science in Industrial Relations and Personnel Management degree, as a part of the academic requirement of my coursework I am expected to conduct a 6 units compulsory research project (IRP 499). Hence, the research topic is “Effect of conflict management on employee engagement and job satisfaction: A study of University of Ilorin, Kwara State”. To help conduct the study, you have been identified as a key respondent and therefore your participation will be highly appreciated.

INSTRUCTION: please tick inside chosen box
PART A: Socio-Demographic Variables
1. Age in years:


	(1) 18-25				        (2) 26-40		


	(3) 41-50				       (4) 51 and above  	
2. Working experience in years:


	(1) 1-5					(2) 6-10 		


	(3) 11- 15       				(4) 16 and above		

3. Gender:	(1) Male 				(2) Female			


4. Marital Status:	


	(1) Single					(2) married			

	(3) Divorced					

5. Educational Qualifications:


	(1) OND/NCE or equivalent				(2) BSc/HND or equivalent				


	(3) Msc/Mba/Med or equivalent		           (4) Other Specification

6. Religion:


	(1) Christianity				(2) Islam			

	(3) Others			
PART B
Please indicate the extent to which you agree disagree or neutral with the following statement. (tick only one in each case, please)
Please note that
1. Strongly Agree (SA) 2. Agree (A) 3. Neutral (N) 4.Disagree (D) 5. Strongly Disagree (SD)
SECTION A: RELEVANCE OF ACCOMMODATION STRATEGY ON EMPLOYEE ENGAGEMENT AND JOB SATISFACTION 
	S/N
	                  STATEMENT
	SA
	A
	N
	D
	SD

	1.
	Well-constructed accommodation strategy has a great effect on employee engagement and job satisfaction.
	
	
	
	
	

	2.
	Proper implementation of accommodation strategy makes employee perform better and improve organizational performance 
	
	
	
	
	

	3.
	Absence of accommodation strategy results to lack of direction and poor performance of both employees and organization.
	
	
	
	
	

	4.
	High productivity and high performance can be attained in an organization with the accommodation strategy
	
	
	
	
	



SECTION B: EFFECT OF COLLABORATION STRATEGY ON EMPLOYEE ENGAGEMENT AND JOB SATISFACTION 
	S/N
	                  STATEMENT
	SA
	A
	N
	D
	SD

	1.
	Collaboration strategy bring about teamwork among workers in the organization
	
	
	
	
	

	2.
	Better understanding and working relationship put in place that increase employee engagement and job satisfaction is ensured through collaboration strategy
	
	
	
	
	

	3,
	Effective collaboration strategy through internal collaboration better the mode of operation and improve employee engagement and job satisfaction
	
	
	
	
	

	4.
	Management support for collaboration strategy encourage employee to be more participate in decision making and  improve organizational performance.
	
	
	
	
	



SECTTION C: RELATIONSHIP BETWEEN COMPROMISE STRATEGY AND EMPLOYEE ENGAGEMENT AND JOB SATISFACTION
	S/N
	                  STATEMENT
	SA
	A
	N
	D
	SD

	1.
	Compromise strategy is middle ground and committing to other’s concerns for attaining grater employee engagement and job satisfaction
	
	
	
	
	

	2.
	Compromise strategy is involves finding acceptable resolution that partly satisfy all party concerns
	
	
	
	
	

	3.
	Compromise strategy accommodate moderate cooperative among employee which lead to high performance.
	
	
	
	
	

	4.
	The goal of compromise strategy is to find a ‘win/win’ solution for better employee engagement and job satisfaction
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