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Abstract 

The aim of this study is to assess the effect of organizational 

conflict on employee’s performance. The target population 

of this study is made up of 403.The population frame are 

drawn from the human resource department of jos 

electricity distribution company Bauchi branch ahmadu 

bello way, and the sample size is 200 the data was collected 

through a questionnaire. The method that has been used for 

this research is the cross sectional research method. The 

data gathered has been analyzed by mean score, standard 

deviation, reliability analysis, correlation and regression 

analysis using statistical package for social sciences (SPSS) 

version 21 and the results with suggestions and comments. 

The data collection tool has been confirmed after analyzing 

the collected data with statistical methods. The results are 

interpreted within the framework of the research problem. 

As a result of the conducted analysis, statistically 

significant relationships were found between the two 

variables. The research work founds that most of the 

respondents agreed that conflicts is inevitable but when it 

manage effectively it will enhance organizational 

productivity. The researcher recommend that management 

should always consider the interest of employee when 

making decisions that concern them. 
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Introduction 

Conflict in the workplace can be incredibly destructive to good teamwork, managed 

in the wrong way, real and legitimate differences between people can quickly spiral 

out of control, resulting in situations where co-operation breaks down and the team's 

mission is threatened. This is particularly the case where the wrong approaches to 

conflict resolution are used. Stress is basically the impact of one object on another. 

There are three terms which are used synonymously to denote this phenomenon: stress, 

strain, and pressure, however, there are thin differences in these terms. The amount of 

stress an event will cause in an individual will depend on the way that individual thinks 

about or appraises the event. If there's conflict in your workplace, it's normal - but it's 

not easy. Conflict is identified over and over as a major cause of workplace stress. 

Unresolved conflict is the computer virus of the workplace. In an organization an early 

symptom is a drop in productivity. The need of the hour in front of the organization is 

to back up and look at own thoughts and to resolve conflict. It is observed that 

numerous studies have been attempted to understand the nuances of conflict 

management.  

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. In the early 1900’s, conflict was seen as an 

indicator of poor organizational management which needed to be avoided, in the mid 

1950’s, it was accepted passively and perceived as normal and expected; manager 

focused on resolving conflict, while in the 1970’s, conflict was viewed necessary as 

not good or bad but could be used to promote growth, in the 1990’s, managers needed 

to confront and manage conflict appropriately (Watson, 2011). 

It was arguing that a negative work environment that does not promote conflict 

resolution can result in poor employee behavior and job performance. Unmanaged 

conflict promotes dysfunctional communication and poor behavior among staff 

(Naweed, Chapman, Allan, & Trigg, 2017). Poor behavior on the part of one employee 

has the power to affect overall employee morale, which results in lower productivity. 

Accordingly, “conflict is not just an annoyance. It costs money and those costs can be 

calculated, in terms of wasted time, bad decision, lost employees (Britton, 2000).” In 
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the health care industry, patients’ health and even their lives can be affected by 

unmanaged conflict. 

The Problem is poor communication is one of the main causes of conflict between 

employees in the workplace. This can result in a difference in communication styles 

or a failure to communicate (Ahmed, Ahmad, Ahmad, & Zakaria, 2019). For example, 

a manager reassigned an employee’s task to the employee’s coworker but failed to 

communicate the reassignment to the employee. This may cause the employee to feel 

slighted, which can transform into animosity among the two employees and the 

manager. Failing to communicate in the workplace may cause employees to make 

incorrect assumptions and breeds workplace gossip. Poor communication in the 

workplace not only causes conflict but also decreases productivity and employee 

morale. 

According to Ahmad (2016) difference in personalities among employees is another 

cause of workplace conflict. Employees come from different backgrounds and 

experiences, which play a role in shaping their personalities. When employees fail to 

understand or accept the differences in each other's personalities, problems arise in the 

workplace. For example, an employee may possess a straightforward personality that 

results in him speaking whatever is on his mind, even if the timing is inappropriate. 

The employee with the straightforward personality may offend a coworker that does 

not possess the same type of personality. The co-worker may feel as if the employee 

is rude or lacks the authority to deal with her in such a straightforward manner. 

Ahmad (2016) also points out that another key cause of organizational conflict is 

stress. According to Ahmad (2016) stress is the feeling of being under too much mental 

or emotional pressure. Pressure turns into stress when you feel unable to cope. People 

have different ways of reacting to stress, so a situation that feels stressful to one person 

may be motivating to someone else. Stress can affect how you feel, think, behave and 

how your body works. In fact, common signs of stress include sleeping problem, 

sweating, loss of appetite and difficulty in concentrating on the work. Therefore, it 

causes conflict among employee employer relationship. 

The main objective of this research work is to assess the effect of organizational 

conflict on employees’ performance. This work is restricted to assessment of conflict 

management and its effect on performance in the organization with reference to Jos 

electricity distribution company (JED), Ahmadu Bello Way, Bauchi State, a city in the 

north eastern part of Nigeria. 

  

 Literature Review 

Concept of Organizational Conflict, workplace conflict has been defined in several 

ways by many authors. Workplace conflict was defined as an act of discontentment 
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and contention which either the workers or employers of labor utilize to put excessive 

pressure against each other so as to get their demands(Obi, Ishmatova, & Iwasaki, 

2013). This view is consistent with(Lucas & Goh, 2009) Henry (2009); descriptions 

of workplace conflict as a dispute that occurs when interests, goals or values of 

different individuals or groups are incompatible with each other in organizations. On 

this premise, workplace conflict within the context of employment relationship can be 

regarded as an inevitable clash of interests and resulting disputes of varying intensity 

between and within any or all of the active actors in organizations. Thus, in the absence 

of common values in organizations, conflict is bound to occur. 

Causative Factors of Organizational Conflict, empirical research findings have 

provided insights into causative factors of workplace conflict. Hotepo, Asokere, Abdul 

– Azeez & Ajemunigbohun (2010) found lack of resources, different expectation, 

competition, lack of cooperation, interdependence and communication problems as 

factors that have caused conflicts in the Nigerian service industry. Relatedly, in the 

banking sector in Nigeria, (Ayinde, Sunar, Adebanjo, & Olukayode, 2011) identified 

unacceptable terms of employment, poor human relations between management and 

workers , non – consultation with employees before making key decisions affecting 

them, anti-union posture of management and lack of effective mechanism for 

prevention of conflict as multiple causal factors of workplace conflict. A Philippian 

study also conducted in the banking industry by Tsevendorj (2008) rated 

communication failure, perception, values and culture problems as moderately serious 

sources of conflict. Thus, most organizational conflicts have economic and goal 

incompatibility orientations in the workplace. 

Classification of Organizational Conflict, Ogunbameru (2006) classified workplace 

conflict into two broad types: informal and formal workplace conflicts (Adelugba et 

al., 2011). According to him, conflict in work-relations is informal when it is not based 

on any systematic organizational problem but results directly from a source of 

grievance and supposedly is wholly expressive in nature. In this connection, the 

underlying sources cannot be openly seen, but can be inferred from unconscious form 

of protest, sabotage, unruly behavior and poor work-attitudes by employees in 

organizations. If the situation is sufficiently widespread, it can significantly affect 

employee job description focus, turnover and impact on the prosperity of an 

organization (Kazimoto & Ikingura, 2014). On the other hand, formal workplace 

conflict is referred to as an organized expression of conflict articulated through a trade 

union or other worker’s representatives (Adelugba et al., 2011). This type of conflict 

is highly visible, since it is often a conscious strategy or calculated attempt to obtain 

alteration in employment relationship. To sum all, Albert (2001) averred that there are 

two sides to workplace conflict, whether formal or informal, one is destructive and 
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unhealthy and the other is productive and healthy, having a problem solving base. 

However, the two conflict situations are neither bad nor good, since disagreement and 

dissatisfaction must occur in work-relations for adjustment to be made to improve total 

workplace performance.  

Management of Organizational Conflict, Accordingly conflict management involves 

designing effective strategies to minimize the dysfunctions of conflict and enhance the 

constructive functions in order to optimize learning and effectiveness of an 

organization (Igbinoba, Falola, Osibanjo, & Oludayo, 2018). This implies that 

managing conflict does not necessarily connote avoidance or termination but the 

decrease of the odds of non-productive escalation. As such, conflict management is 

the method by which organizations and people handle grievances or disputes so as to 

find a middle way alternative to increase resolution, work towards consensus and offer 

genuine commitment to decision-making. As observed by Naghavi et al., (2015), since 

conflict is inevitable in organizations, its management determines whether it will 

generate positive or negative effect on the organizational performance. The timely 

recognition and immediate explication of the underlying tension before the conflict 

issues go out of hand are germane to effectual management of conflict in the 

workplace. Consequently, conflict management orientation is a highly obstructive 

process which can be implemented in a number of diverse ways in organizations. Its 

posited a four-way process which includes assessment and inquiry, design, 

implementation and evaluation aimed at achieving efficacious and objective conflict 

decision in the workplace(Ford, Heinen, & Langkamer, 2007). This integrative 

approach is often employed to encourage management to satisfy the needs of 

stakeholders in the resolution of conflict. King, (2007) observed that the use of 

integrative style of managing conflict is likely to create better result and higher 

commitment in individuals than teams using non-integrative conflict management. 

The integrative approach broadens the understanding of the conflict problem and 

increases resolution. In the same vein, collective bargaining strategy has been 

suggested as the approach for managing union-management conflict in organizations. 

The approach is internationally acclaimed as the legal instrument by which workers 

and management settle conflicts arising from employment contracts (Fajana and 

Shadare, 2012). Presently, faster rates of adoption of collective bargaining strategies 

have been encouraged in Nigeria by the Trade Union Amendment Act (2000) and by 

the positive use of this machinery for resolving conflict by some multinational firms 

in the country. In practice, this collaborative approach of managing conflict, involves 

negotiation between union and management in a process of meeting demands, 

discussing, presenting counter demands, bluffing and sometimes threatening all in a 

bid to reach collective agreement.  Thomas (1976) also put forward some approaches 
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for managing conflicts. These are avoidance, accommodation, competition, 

compromise and collaboration. The avoidance strategy is called conflict avoidance. 

Any organization using this method is sitting on a keg of gun-powder. The 

accommodation strategy believes that no amount of sacrifice is too much to allow 

peace to reign. It is a palliative technique which involves capitulation and 

appeasement. The competition strategy involves the survival of the fittest and win-lose 

method, without taking other party into consideration. In the compromise strategy, 

parties to the conflict are willing to give up something in order to settle the conflict 

problem. The last approach is collaboration which is a win-win approach whereby 

parties to a conflict are prepared, willing and ready to satisfy each other demands fully. 

Except for the collaboration strategy which is reflected in behaviors that are both 

cooperative and assertive, all other approaches depend majorly on the structure of the 

organization, because they provide a short term solution to conflict situations. Another 

conflict management approach for resolution of conflict in Nigeria is offered in the 

provision of the Trade Disputes Amendment Decree, 1988, No. 39 and Trade Dispute 

Act CAP 18, 2004 which provided five steps for legal management of conflict in 

organizations in the country. These are voluntary settlements of conflict using internal 

machinery of grievance procedures and the external machinery involving appointment 

of mediator, conciliator, reference of disputes to industrial arbitration panel, National 

Industrial Court and the constitution of a Board of Inquiry if such is considered 

necessary. In conflict resolution, the award of the National Industrial Court is final and 

binding on the employees and employers from the date of the award in the country.   

 

Framework of the Study on Organizational conflict 

 
Conceptual Framework 

 

Method and Materials 

The Research Design is descriptive and the researcher used survey design to collect 

relevant data, measurement and analysis of data related to the questions. The collection 

Poor 

Communication 
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differences 

Stress 

 

Employee’s 

performance 
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of data was mainly survey because the entire population was involved. Primary data 

are those obtained from the main source. The population of the study was made up of 

all staff (both junior and senior staff) of Jos Electricity Distribution Company of 

Nigeria, Bauchi Branch Ahmadu Bello way, Bauchi state. The total population is 403 

which was obtained from the organization. In this study we will present a sample 

formula from Yamane to determine the sample size. This formula can be used to 

determine the minimal sample size for a given population size. The formula is; 

n =           N 

 1+N (e)2  

Where; n = sample size, N= population size which is 403, e= error margin 5%, 1= 

ordinary one which is constant. The simple random sampling technique was used 

which include every member of staff from the different unit that will be make up JED 

in Bauchi. 

 

 n =      403 

       1+403(0.05)2 

n =      403 

        1+403(0.0025) 

n =      403 

          1+1.0075 

n =      403 

           2.007             n = 200.7      

The primary source of data was questionnaires, which will be administer to the 

management and staff of JED Bauchi. Questionnaires was administered to the 

respondents by the researcher and also with the help of some of the staff whom help 

the researcher to distribute questionnaires and collect it was filled.  

 

Results 

Descriptive statistics was used in analyzing data using SPSS version 21, which 

comprises of reliability and regression analysis was carried out. 

 

Table 1: Questionnaire distribution and responses 

Variable                                         Responses                                        Percentage 

Number of questionnaire                  200                                                        100 

Questionnaire returned                      196                                                          98 

Questionnaire not returned                  4                                                            2                                                             
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In table 1 above it shows that 200 questionnaires were distributed out of which 194 

were returned, while 6 was not returned. 

 

Table 2: Descriptive Statistics of the Respondents 

Table 2 

              Frequency Percent Cumulative Percent 

Gender Male 146 75.3 75.3 

Female 48 24.7 100.0 

Total 194 100.0  

Age 18-25 years 21 10.8 10.8 

26-40 years 136 70.1 80.9 

41-55 years 37 19.1 100.0 

Total 194 100.0  

Status Single 27 13.9 13.9 

Married 143 73.7 87.6 

Other 24 12.4 100.0 

Total 194 100.0  

Source: Field Survey 2020 

 

Table 2 above showing that 146 respondents are male representing 75.3% and 48 are 

female respondents representing 24.7%. Table 2 above shows that 21 respondents 

representing 10% fall between the aged of 18 to 25 years while 136 respondents 

representing 70.1% fall between the aged of 26 to 40 years and 37 respondents 

representing 19.1% fall between the aged of 41 to 55 years. Table 2 above shows that 

27 respondents representing 13.9% are single while 143 respondent representing 

73.7% are married and 24 respondents representing 12.4% are other status. 

 

Reliability Analysis 

Table 3 below shows the reliability analysis which is the internal consistency of an 

instrument. The popular method of measuring reliability is the Cronbach’s alpha. 

Typically, alpha (α) must be greater than 0.7 for a reliability instruments (chin, 1998; 

Nunually, 1978). For new instruments, 0.5 can be considered acceptable. 

 

Table 3; Reliability Analysis 

Constructs Cronbach No of items 

Poor communication 0.515 2 

Individual differences 0.568 3 

Stress 0.563 3 
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Employees performance 0.679 2 

 

Regression Analysis 

The regression results revealed the R square value of 0.450 this indicates that 45 

percent of variable that explained the work performance of Jos electricity distribution 

Bauchi branch in terms of poor communication, individual differences, stress. Further, 

of the three independent variables studied, Stress is the significant predictor of 

employee’s performance. 

 

Variables                Β         SD 

Error 

                

Β 

           T                

Sig. 

(constant) 3.944 1.570  2.512 .013 

 Poor 

communication 

.203 .080 .160 2.539 .012 

Individual 

differences 

.194 .079 .159 2.441 .016 

Stress  .454 .066 .470 6.851 .000 

R = 0.450 F = 52.438, P<0.001. 

 

As shows in the below table: all the three variables have a significant correlation with 

employee’s performance. The highest coefficient of correlation in this study was 

between stress and employee’s performance. (r = 0.637, p<0.01). positively moderate 

correlation were individual differences and employee’s performance (r = 0.484, 

p<0.01). and the weakest correlation was for poor communication and employee’s 

performance (r = 0.461, p<0.01), in other words, the results indicate that all three 

variables have significant correlation with employee’s performance. 

 

Variables  Poor 

communication 

 Individual 

differences  

Stress Employees 

performance 

Poor 

communication 

1.00 0.417 0.500 0.461 

Individual 

differences 

0.417 1.00 0.550 0.484 

Stress 0.500 0.550 1.00 0.637 

Employees 

performance 

0.461 0.484 0.637 1.00 

Note: correlation is significant at the 0.01 level (2-tailed). 
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Summary of findings 

The following are the summary of findings 

• The study reveals that most of the respondents can affect performance and also 

poorly communicated objectives affect performance in the organization. The 

respondents agreed that group discussion encourages an employee to work 

harder. Also the respondents agreed that differences in opinion affects the 

performance of an employee. 

• The study that most of the respondents in item 2 agreed that when there is no 

commitment to work in the organization its lead to poor productivity and also 

affects the performance of the employee, also the respondents agreed that when 

an individual in the organization is moved by its emotion or feelings its affect 

the performance in the organization. And also the majority of the respondents 

in item 2 disagreed with the opinion that slow learning ability enhances the 

ability of and employees to perform its task effectively.  

• The study reveals that majority of the respondents agreed that stress affects 

employee’s performance in the organization 

• The study also reveals that when the management of Jos electricity distribution 

company Bauchi branch support the activities of the employees guide them in 

order to carry out their tasks effectively such action will reduce conflict and 

enhance performance. 

 

Conclusion    

In conclusion therefore, conflict is a strained relationship in an organization between 

workers and employers, rise in expectation among actors in industrial relation could 

lead to industrial conflict, constant industrial conflict will lead to less productivity and 

performance, investing heavily in conflict management will lead to effective 

organizational performance, there is direct relationship between industrial conflict and 

organizational effective performance and effective conflict management cannot be 

over emphasized which is the objective any organization must achieve. 

 

Recommendations 

The study, as a result of the research conducted, hereby recommends that; 

• Management should consult workers before making decisions that concern 

them. 

• Management should always consider the interest of employees when 

pursuing the organizational goals and objectives. 

• And also there should be proper and adequate means of effective 

communication flow between management team and employees. 
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• Workers should pursue their aims with maturity, tolerance, patience and 

objectives and they should not exhibit radicalism and bias process in order 

to show off their power. 

• The management should set up employee grievance committee to work into 

the issues of employee complaint. 
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