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Abstract 

Most conflicts arises from the failure of organization to fulfill its collective agreement with its employees and these 

conflicts usually persist due to the approach in managing the conflict resulting in employees embarking on industrial 

action which usually leads to employees’ low morale, decrease in productivity, increase in defective products due to 

lowered employees’ commitment to work. The study examined the impact of conflict management and employee 

effectiveness in organizations. The study adopted a descriptive survey research design, using a structured 

questionnaire to collect data from 109 members of staff of Nigerian German Chemicals Plc, Ota Ogun State out of 

250 population. The data was analyzed using descriptive statistics while multiple linear regression was applied to 

test the significance of the hypotheses developed for the study. The findings revealed that conflict management has a 

significant impact on organizational growth (t=3.088, p<0.000). The study also revealed that labour union 

intervention has a significant impact on organizational growth (t=0.673, p=0.009). The study concludes that conflict 

has an adverse effect on organizational effectiveness and it was recommended among other things that management 

of Nigerian German chemical industry should organize seminars/workshop on organizational conflict management 

from time to time for the employees. 
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Introduction 

Within any organization, there are usually different positions and jobs. People occupying these positions have 

different perceptions, goals, thought and concerns. It is difficult to conceptualize a society or an organization 

without inherent differences and contradictions and these leads to conflict. Conflict can be a serious problem in an 

organization. It can create organizational climate that makes it nearly impossible for employees to work together 

(Reece & Reece, 2017). Conflict is a natural and inevitable part of people working together and should be kept at a 

manageable level where it will not disorganize the activities of the organization towards the attainment of its 

objectives (Turgut, Demirkol, Turk, Cirit & Bilge, 2017). Conflict among workers in an organization is inevitable. If 

it manages properly, it will bring catalyst for change and can have a positive impact on employee satisfaction and 

performance of the organization. Conversely, unmanaged conflict negatively impacts both employee satisfaction and 

job performance. When organizational leaders ignore workplace conflict, they send a message that unsatisfactory 

job performance and inappropriate behavior are acceptable (Patton, 2018). 

One of the major challenges facing managers of industrial organizations is how to ensure organizational growth 

through prevention and resolution of industrial conflict and grievances in the nations organizations public and 

private (Murray, 2018). The ability to deal with conflict effectively is seen as a necessary skill efficient managers 

should possess, and this therefore constitutes an important aspect of organizational theory and organizational 

behaviour (Marquis & Huston, 2015). Admittedly, no organization can be free from industrial conflict all the time. 

This is because conflict is a necessity of life. It is an ever present process in human relations (Polat, Sen, Unald, 

Sakarya & Yildirim, 2017); it is an unavoidable aspect of organizational life. 
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It is the management major responsibility to device strategies in bringing down conflict as low as possible, which 

will enable the organization to still function to succeed (Madalina, 2016) against this background the study was 

being carried out on the negative effect of conflict. 

It is against this background that this study was embarked upon to investigate the conflict management approaches 

on employees’ performance. 

The broad objective of this study is to examine conflict management and organizational effectiveness in a 

manufacturing organization focusing on Nigerian German Chemicals Plc, Ota Ogun State. 

Specific objectives are: 

i. To investigate the role played by conflict in influencing organizational growth; 

ii. To evaluate the role of labour union in industrial conflict and its resolution process in an organization.  

Literature Review 

Lee, Choi and Kim (2017) sees conflict as an active human process whereby individuals are striving to 

accommodate or resolve their opposing interest(s). Ledlow and Stephens (2018) recapitulates organizational conflict 

as a disagreement between two or more members or groups of the organization. The conflict may arise due to (a) 

sharing of scarce resources or work activities, (b) different status, goals, values, or perceptions, (c) disagreement 

over facts, methods, social, economic and psychological reasons. To Ibrahim, Mohamed and El-Gazar (2018), 

conflict is the process which begins when one party perceives that the other has frustrated or is about to frustrate 

some concern of his. This definition by Ibrahim, Mohamed and El-Gazar (2018) implies that conflict in 

organizations involves situations in which the expectations or actual goal directed behaviour of a person or group is 

blocked by another person or group. In such a situation, the person whose goal is blocked or about to be blocked 

experiences frustration which further leads to conflict. 

Kullenberg and Kasperowski (2016) also posits that conflict is the creation of a situation in which one individual 

wishes to follow a line of action that would make it difficult or impossible for someone else to pursue his own 

desire. 

Ebtesam and Aya (2018), 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. Dean and Dean (2015), 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 (Dahlkemper, 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 

(Cherry & Jacob, 2017). 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. 



              Proceedings of the 2nd International Conference, The Federal Polytechnic, Ilaro, 10th – 11th Nov., 2020 
 

 

2265     ADEMESO, James Olufemi & BAKO, Yusuf Adebola 

Chang and Daly (2016) highlights the following impact of organizational conflict. Conflict motivates organizational 

members to consider problems. They are energized and psychologically focused on the problems and motivated to 

put plans into action. Conflict promotes change. Persons are more aware of injustice, inefficiencies and frustrations 

and see the need to correct them. 

Prolonged group conflict causes the following changes between groups, each group sees the other as an enemy, who 

interferes with its good oriented behaviour, develops positive perceptions about own group and negative perception 

towards the other, communication ceases to exist. 

Celik (2013) in his contribution listed the following as the impact of organizational conflict. 

i. More positive image of the organization or staff. 

ii. Improved team work. 

iii. Better motivated staff, staff energies are directed to work rather than emotions. 

iv. Better personal development of individuals. 

v. The escalation and spread of conflict to others. 

vi. The dissipation of staff energy. 

vii. The misdirection of staff energy, contributing to fall in productivity. 

viii. The misperception that inaction is the easiest option, the problem will ultimately be harder to solve. 

Caputo, Marzi, Maley and Silic (2018) defines performance in output terms as the achievement of objectives and 

how these objectives are achieved. High performance results from appropriate behavior, especially discretionary, 

and the effective use of the required knowledge, skills and competencies. Performance may be understood 

differently depending on the person involved in the assessment of the organizational growth for instance 

performance can be understood differently from a person within the organization compared to one from outside 

(Oachesu, 2015). 

Organizational growth is one of the most important constructs in management research trade (Reece & Reece, 

2017). Continuous performance is the objective of any organization because only through this, can organizations 

grow and progress. Moreover knowing the determinants of organizational growth is important especially in the 

context of the current economic crises because it enables the identification of those factors that should be treated 

with an increased interest in order to improve the performance. Performance measurement estimates the parameters 

under which programs, investments, and acquisitions are reaching the targeted results (Patton, 2018).  

Bargaining Model 

It is a model designed to deal with conflict among interest groups in competition for scarce resources Dana, (2001). 

This model is particularly appropriate for the analysis of labor management relations, budgeting processes, and staff-

line conflicts. Each conflict relationship is made up of a sequence of inter-locking conflict episode exhibits a 

sequence or pattern of development and the conflict relationship can be characterized by stable patterns that appear 

across the sequence of episodes. This orientation forms the basis for a working definition of conflict. 

The Role Conflict Model 

This model treats the organization as a collection or role sets, each composed of the focal person and his role senders 

Fried et al (2002). Conflict is said to occur when the focal person receives incompatible role demands or 

expectations from the persons in his role set. This model has the drawback that it treats the focal person as 24 merely 

a passive receiver rather than as an active particular in the relationship. It is argued here, that the role conflict model 

does not postulate a distinct type of latent conflict. Instead, it defines a conceptual relationship, the role set, which 

may be useful for the analysis of all three forms of latent conflict described. 
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Empirical Review 

Ibrahim, Mohamed and El-Gazar (2018) examined the influence of emotional intelligence and gender on job 

satisfaction among employees of Owerri Municipal and Oguta Local Government Councils, in Imo State, South East 

Nigeria. A cross-sectional survey design was adopted. A total of 160 fulltime employees of Owerri Municipal and 

Oguta Local Government Councils participated in the study. They were drawn through accidental sampling. Copies 

of questionnaires were distributed to participants approached at their offices in the two selected councils while data 

was analyzed using f-test for 2-Way ANOVA on SPSS version 17. Results showed that emotional intelligence had a 

significant influence on job satisfaction and that gender has no significant influence on job satisfaction. Another 

important discovery of this study is that job satisfaction is not determined by gender. Based on this, females should 

not be discriminated against during employment. 

 

Polat, Sen, Unald, Sakarya and Yildirim (2017) studied the influence of conflict management styles and its impact 

on organizational commitment is examined among Women Employees in IT sector in Chennai city. Data were 

obtained from 108 women employees working in IT sector through questionnaire. Results from correlation revealed 

that the highest correlation between all the factors of conflict management and organizational commitment. Better 

conflict management practices lead employees with greater commitment and better job performance. 

Oachesu (2015) looked at conflict situations and its causes, as well as possible solution of improve working 

environment in an organization in Askari Bank Ltd in Pakistan. Descriptive analytical techniques such as frequency, 

percentage, mean, standard deviation & variance and factor analysis were applied to analyze and interpret the data. 

The study suggested that Management must adopt Conflict Management strategies that improve the Performance of 

the Organization, besides ensuring a free flow of communication between the management and the employee as well 

as promote interpersonal relationships among co-workers to boost their morale. 

Methodology 

Descriptive survey was utilized as the research design for this study. The population of this study consist of the 

middle level staffs of Nigerian German Chemical Plc and the population size is 250. Simple random sampling 

Techniques was used. A sample size of 109 was derived using Taro Yamane sample size determination formula. A 

structured questionnaire was utilized as the research instrument for this study. Analysis of the research study was 

carried out using descriptive and inferential statistics technique. Simple linear regression method of inferential 

statistics analysis approach was applied to test the hypotheses for the study using the t-statistic of coefficients of the 

linear regression model coupled with the generated P-values. The analysis was achieved using SPSS version 20. 

Model Specification 

The model specification for the study is written as: 

OP=f(CM)         (1) 

The OLS model of this functional relationship is given as:   
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       (2) 

Where: 

OP = Organizational growth 

CM = Conflict Management  

α = Autonomous mean response of respondents perception to organizational effectiveness when conflict 

management is held constant  

 is coefficient of Conflict Management. 

 = Random Error term which is assumed to be NIID  (0, ) 

 

Degree of relationship of Labour Union Intervention Conflicts and Organizational growth was measured using 

Pearson Correlation coefficient as written and represented in functional relationship as:  

         (3)  

Where: 

X represent variable of Labour union Intervention to conflicts 

Y represents Organizational growth 

Writing equation 3 in statistical form, we have; 

       (4) 

 

Data presentation and Results 

 

Table 1: Reliability Statistics 

Cronbach's Alpha N of Items 

0.775 20 

Source: Extracted from SPSS, Version 20. 
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Reliability analysis made on scaled research instrument returned a Cronbach’s Alpha statistic of 0.775 in table 3.1 

implies that there is high level of internal consistency for the scales used under study. This also depicts that the 

research instrument is valid for the research study.  

Table 2:  Frequency and Percentage Analysis of Respondents Socio-Demographic Information 

S/N ITEMS  VARIABLES FREQUENCY PERCENTAGE 

1 Gender 

Male 43 41.7 

Female 60 58.3 

Total 103 100.0 

2 Age 

18-30 years 21 20.4 

31-40 years 43 41.7 

41-50 years 39 37.9 

Total 103 100.0 

3 Marital Status 

Single 34 33.0 

Married 56 54.4 

Divorced 13 12.6 

Total 103 100.0 

4 
Educational 

Qualification 

SSCE 6 5.8 

ND/NCE 10 9.7 

HND/BSc 51 49.5 

MBA/MSc 36 35.0 

Total 103 100.0 

5 Work experience 

<5 years 23 22.3 

5 - 10 years 37 35.9 

11-15 years 22 21.4 

16-20 years 13 12.6 

21 years and above 8 7.8 

Total 103 100.0 
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Source: Field Survey 2019 

The socio-demographic information of respondents can be evidenced in table 2. Analysis showed that 41.7% of the 

respondents were male while 58.3% were female. This indicates that majority of the respondents were female. Item 

2 showed the age distribution of the respondents. About 20.4% of them were between 18-30 years, 41.7% indicating 

majority were between 31-40 years while 37.9% were 41-50 years of age.  Also, marital status of respondents 

indicates that 33% are single, 54.4% are married while 12.6% are divorced or as evidenced in item 3. Item 4 depicts 

the educational qualification of the respondents. It showed that majority of them are HND/BSc holders representing 

49.5% of the total respondents.  Distribution of respondents work experience showed that 22.3% have less than 5 

years of experience, 35.9% have between 5-10 years’ experience, 21.4% have 11-15 years’ experience, 12.6% have 

16-20 years’ experience while minority of them have above 21 years of experience.    

Table 3:  Model Summary 

R01 R Square Adjusted R Square Std. Error of the Estimate 

0.801a 0.642 0.627 0.041 

Source: Extracted from SPSS, Version 20. 

 

The R of 0.801 in table 3 showed a strong positive degree of relationship between conflict management and 

organizational growth. This implies that organizational growth will be positively inclined when conflict 

management is considered. The R-Square of 0.642 shows that 64.2% variation in conflict management can be 

accounted for by organizational growth. The adjusted R-square of 0.627 indicates that the coefficient of 

determination will be 62.7% when other measured variables of organizational growth are added to the model. 

 

Table 4: ANOVA(Test of Model Significance) 

Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

1 

Regression 1.130 1 1.130 5.885 .000 

Residual 19.394 101 .192   

Total 20.524 102    

Source: Extracted from SPSS, Version 20. 

The overall test of model significance of table 4.4 reports the F-statistic of 5.885 with d.f  (1, 101) and associated 

sig. value of 0.000 < α=0.05 level of significance implies that the model is adjudged to be a good fit and can  be 

adopted to measure the conflict management and organizational growth. 

Table 5: Regression Model Coefficients and Test of Significance  

(Dependent = Organizational Effectiveness) 
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Model 

Coefficients t-statistic Sig. 

B Std. Error 

 

(Constant) 4.060 1.110 3.660 .000 

CM .352 .144 3.088 .000 

Predictors: (Constant), CM 

Source: Extracted from SPSS, Version 20. 

 

Mean response of Question 1-16 excluding question 10 serve as the variable of conflict management while question 

10 is the variable of organizational growth which also serve as dependent variable used to fit the model and test the 

stated hypotheses in this research study. 

Substituting the coefficients, we have; 

         

The intercept of 4.060 in table 5 shows the autonomous organizational growth when the predictor variable is held 

constant and was found to be significant.  This value implies that organizational growth would be positively inclined 

without the influence of the considered predictor of conflict management. However, units increase in conflict 

management will result to 35.2% incremental rate in organizational growth in Nigeria.  This showed that as rate of 

conflict management increases, organizational growth also increases through the positive performance of 

employees. 

Hypotheses Testing 

Decision rule:  

Reject H0 if =0.05 level of significance is greater than the probability value (P-value) generated for the T-statistic 

value. Otherwise, fail to reject H0. For the purpose of this research work, the hypotheses was tested at 95% 

confidence level i.e. =0.05. 

Hypothesis One 

Ho: Conflict Management does not significantly affect organizational growth 

H1: Conflict Management significantly affects organizational growth 

Parameter estimate of conflict management (CM) on table 5 with t-statistic of 3.088 with an associated P-value of 

0.000 < α = 0.05 indicates the rejection of H01 and we thereby conclude that conflict management significantly 

affects organizational growth. Significant and positive influence of conflict management imply its direct influence in 

organizational growth. 

Hypothesis Two 
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Ho: There is no significant relationship between labour union intervention to conflicts among staff and 

organizational growth. 

H2: There is significant relationship between labour union intervention to conflicts among staff and organizational 

growth. 

 

Table 6 Correlations  

 Organizational 

growth 

Labour Union 

Intervention 

Organizational growth 

Pearson Correlation 1 .673 

Sig. (2-tailed)  .009 

N 103 103 

Labour Union Intervention 

Pearson Correlation .673 1 

Sig. (2-tailed) .009  

N 103 103 

Source: Extracted from SPSS Output, Version 20. 

 

On whether labour union intervention to conflicts have significant relationship with organizational growth, the P-

value 0.009 < α=0.05 in the Pearson correlation analysis of table 6 indicates that we to reject the null hypothesis of 

no significance and conclude that labour union intervention to conflicts have significant relationship with 

organizational growth. The significant relationship is as a result of the strong positive relationship (Pearson 

correlation = 0.673) existing between the duos. 

Discussion of Findings 

Analysis showed that more conflicts arise in the organization between management and employees but its 

managements prevents wasted time and help organization achieve its goals as opined by the respondents. 

The role played by conflict in influencing organizational growth cannot be overemphasized. The study opined that 

there is a positive influence of conflict management on organizational growth. 

Analysis indicated that labour union intervention to conflicts have helped in its management as it reduces its effects 

on employee performance since conflict is inevitable in an organization. In addition, respondents opined that 

management formulation of set of regulations and policies for quick action expedition when conflicts occur. 

Based on the empirical analysis of the research study, it is of no doubt that conflicts can be reduced for maximum 

organizational growth and efficiency if it well managed by employers through set policies and intervention of labour 

unions since its effect on performance cannot be overemphasized as tested in the stated hypothesis of this study. 
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Conclusion  

From the findings, the study concludes that conflict management strategies are crucial for the attainment and 

achievement of organizational goals and objectives. In other words, if the management is not knowledgeable in 

conflict resolution strategies, it will affect the performance of organizations negatively but if conflict is 

constructively managed, it will enhance organizational growth. 

Proper conflict management is necessary in every organization for the attainment growth. Growth may suffer if 

conflict are not nipped at the bud or promptly resolved when they occur. 

The strategies used in the resolution of conflict by stakeholders must be pragmatic and objective. The management, 

unions and employees must all work towards resolution of conflict in other for organizational effectiveness to be 

achieved. 

 

Based on the findings of this research work, the following recommendations were made: 

i. Management must adopt Conflict Management strategies that will improve on the Performance of the 

Organization. 

ii. Efforts should be made by the management to organize seminars/workshops on organizational conflict 

management from time to time for the employees. This will enable employees learn about conflict and how 

it can be effectively managed for individual and organization effectiveness. 

iii. Finally, good leadership on the part of management and employee representatives (Labour Union) can be a 

strategy for preventing conflicts. 
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