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ABSTRACT

Conflicts are an everyday phenomenon in organizations around the world. In higher education institutions, especially in Kenya, conflicts have become so rampant. Conflicts in these institutions can have a constructive or destructive effect that have a causal sequence on the productivity of employees and the institutions as a whole. The intent of any organisation should be to manage the conflict so that it is constructive for the organisation. The aim of this study was to examine the influence of conflict management strategies on employee productivity. The research was conducted at the Rift Valley Institute of Science and Technology (RVIST) and the specific objectives were to: examine the influence of collaborating strategy on employee productivity at RVIST; assess the influence of competing strategy on employees productivity at the RVIST, establish the influence of compromising strategy on employees productivity at the RVIST, analyze the influence of accommodating strategy on employees productivity at the RVIST and examine the influence of avoidance strategy at the RVIST. The study was guided by Thomas-Kilmann Model and the Social Exchange Theory. The study employed descriptive survey design. The target population consisted of 293 teaching and non-teaching employees out of which a sample of 166 participants was selected using the stratified random sampling method. Purposive sampling was used to sample managers who participated in the study. Quantitative and qualitative data was obtained from the participants using survey questionnaires and interviews respectively. Quantitative data was analyzed using the Statistical Package for Social Sciences (SPPS) version 21. Qualitative data was categorised into themes and presented in form of narratives and themes. Out of the 166 questionnaires that were distributed, 134 were duly completed and returned to the researcher. Findings show that interpersonal and intergroup are the main types of conflict at the organization. Pearson correlation test showed that collaborative, compromising, and accommodating strategies had a significant and positive influence on employee productivity while competing and avoiding strategies had a significant and negative influence on employees’ productivity. The correlation coefficient, avoidance strategy had the greatest influence on productivity followed by the compromising strategy. organization leadership focus on addressing interpersonal and intergroup conflicts. Equally, to improve employee productivity, leaders at the institution should promote the use of collaborative, compromising, and accommodating strategies of managing conflict and discourage the use of avoiding and competing strategies. 
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CHAPTER ONE 
INTRODUCTION

1.0 Overview of the chapter

This chapter provides the background of the study, problem statement, research objectives, and research questions, significance of the study, scope, limitations, and organisation of the study proposal.

1.1 Background of study

The aspect of conflict has been there since time immemorial. It is an aspect that continues to elicit many views in different disciplines such as sociology, philosophy, and biology (Rahim, 2010). Conflict is deemed as a social concept. Rahim (2010) asserts that when two or more social entities come into contact with one another, then, conflict becomes inevitable. Therefore, Rahim defines conflict as interests that are divergent. Interactions between people make conflict a natural phenomenon. In organisations, conflicts are to be anticipated. This is owed to the differences in interests and ideas that are held by different people such as the staff and the managers. Different ideas inside individual may result to intrapersonal conflict, between individuals’ results to interpersonal conflict. On the other hand, conflict in a group results to intragroup conflict and between groups into intergroup conflict.

Globally, organisations viewed conflicts as negative; a factor that can be traced to classic theorists such as Taylor and Fayol (Kramer and Staw, 2005). The assumption was that organisational efficiency and productivity was negatively affected by conflicts. This is because conflict often results in stress and anxiety which is reflected in negative attitudes and perception. This affects the social climate of the organisation. Thus, it seems easier to avoid and suppress conflict so as to evade any negative conflict-related consequences. In this school of thought, the absence of conflict and presence of harmony contribute to employee productivity.

Evolutions in organisations, however, saw contemporary organisations embracing organisational conflicts. Organisational flexibility has resulted to leaner structures enhancing different conflicts to emerge thus need for strategies to manage conflicts. The employees are becoming more interdependent in the way that they work and this necessitates interpersonal interactions. The awakening on conflict is that organizational conflicts can be positive or negative. Rahim (2010), points out that conflict can be functional or dysfunctional in organisations. Discords, disagreements, and frictions in organisations have the tendency to escalate if not well managed. The inevitability of conflicts in organisations makes its management an absolute necessity if the organisation is to be productive in achieving its goals (Sander and Bardone, 2005). This has led to conflict resolution practitioners coining the word ‘conflict management’ which involves designing strategies that are effective in minimising dysfunctional conflict and enhancing functional conflict so as to bring out organisational productivity and development (Rothwell, 2006). According to Lang (2009), a manager’s role unavoidably involves conflict management. The higher education environment is quite complex and a manager will spend most of their time dealing with conflicts. In fact, a manager spends 18% of their time dealing with employee conflict and this is a figure that has remarkably doubled since the mid-1980s  (Hignite, Margavio, & Chin, 2005). Likewise, Stanely and Algert (2007), argue that 40% of a manager’s time is spent in conflict management. This is a high percentage of time to be dedicated to conflict management. Further, most managers have no inkling of how conflict management strategies affect the productivity of the employees. Given this background, to believe that organisations exist in an environment that lacks and is devoid of conflict would be a misleading notion.  

Conflict management presents a means for people to deal with conflicts that are ever present in organisations. Conflict management mechanisms are linked to the productivity of individuals, groups and the organisation at large. It sustains the development of an organisation especially in a culturally diverse organisation such as a higher education institution. Robbins and Judge (2007), suggest that in managing conflict, attention should be paid to communication, structure and personal variables. High diversity inclination was found to be associated with higher conflict development in the institution. Omisore and Abiodun (2014) opine that conflict management should be geared towards dealing with structural and personal factors in the organisation. Similarly, Mezrig and Bouguesri (2017) state that conflict revolves around conflict management, the structure of the organisation and interpersonal interactions.

In Kenya, there are quite a number of studies that have examined the subject of conflict management. However, most of these studies have been conducted in other industries rather than in education institutions. For instance, Mwikali (2016) examined the impact of implementing conflict management strategies on the performance of employees at Kenya Power Company. Results showed that integrating, avoiding, and obliging were the most widely used strategies for managing conflicst at the organisation and that there was a significant relationship between the conflict management strategies and employee performance. On the other hand, Muchemi (2017) examined determinants of conflict management strategies in matrix organisation with a specific focis on commercial banks in Machakos town. Results showed that organisational structure had the most significant influence on the conflict management strategies used at the banks followed by the attitude of individual employees and the management-employee relationship respectively. Although these studies highlight conflict management strategies in Kenya institutions, they do not reflect the dynamics that exist in educational institutions. 
The study by Kipyego (2009) examined conflict management in education institutions however the study focused on secondary schools. Results showed that major causes of conflict include unimpressive conditions of service, misappropriation/embezzlement of funds, administrative incompetenciess of the head teacher, indiscipline among students, inadequate resources, and poor academic performance. Ndunge (2016) also examined conflict management strategies in secondary schools in Makueni sub-county. Results revealed that competing, compromising, and accommodating are the most widely utilised strategies for mamaging conflicts. This study however examined how these conflict management influence academic performance of students which is just one of the indicators of employees’ performance. 
Nakuru County is comprised of several Technical and Vocational Education and Training institutions. Among them is the Rift Valley Institute of Science and Technology. In the 1970s, there was a realisation that there was need for technological development in the then Rift Valley province of Kenya. The leaders of the region, led by the former President of Kenya His Excellency Hon. Daniel Toroitich Arap Moi, prioritised establishment of  institution that would not only advance education, but also bring about development in the Rift Valley province. Through ‘harambee’ or self-help efforts, the inhabitants of the province were able to establish the Rift Valley Institute of Science and Technology in 1979. The vision for the institute was to provide quality technical research and development so as to bring about industrialisation in the region. Today, Rift Valley Institute of Science and Technology (RVIST) is an institute of Higher Education that provides tertiary education and operates under the Ministry of Higher Education, Science and Technology. In Nakuru County, RVIST plays a significant role in youth education that has contributed to not employment of youths in the public and private sectors. It has also led to an entrepreneurial spirit in the youth who are becoming job creators. As at December 2017, the institution had offered over 42 different courses that includes Diploma, Craft and Artisan Programs. 

1.2 Problem Statement

The human element in organisations today is indispensable. Human beings are quite multifarious in nature and it is this nature that makes conflict unavoidable in organisations. In the Kenyan higher education setup, lack of resolution of conflicts between and among the students and administrators brings about disturbances that affect the learning atmosphere (Mokaya, Oyugi, Kigen, Gatumu, and Ireri, 2013). For the administrators, a hostile working environment is experienced which affects their productivity; and this ultimately affects the entire institution’s productivity. Contemporary managers at all levels of an organisation face the challenge of comprehensively responding to conflict in a way that is positive and creative in order to improve the organisation’s productivity.
Similar to most higher learning institutions, RVIST has also experienced cases of employee conflicts. Due to the fact that the institution comprises of people from different backgrounds and cultures, conflicts have become a common phenomenon. According to the institute’s internal records, employee conflicts were a common case scenario in the organisation. In the academic year 2016/17, 93 cases of conflicts were reported to the complainant’s office. Over 85% of these cases were interpersonal conflict. The management of the institution has embraced the use of various conflict management strategies. However, there is no empirical evidence that showcase the best conflict management strategy that the institution should embrace to manage conflict effectively so as to enhance productivity. This is the gap that thisstudy sought to address. 

1.3 Study Objectives

1.3.1 General objective 

The general objective of this study was to examine the influence of conflict management strategies on employee productivity in the Rift Valley Institute of Science and Technology.

1.3.2 Specific objectives

i. To examine the influence of collaborating strategy on employee productivity in the Rift Valley Institute of Science and Technology.

ii. To assess the influence of competing strategy on employee productivity in the Rift Valley Institute of Science and Technology.

iii. To establish the influence of compromising strategy on employee productivity in the Rift Valley Institute of Science and Technology.

iv. To analyze the influence of avoidance strategy on employee productivity in the Rift Valley Institute of Science and Technology.

v. To examine the influence of accommodating strategy on employee productivity in the Rift Valley Institute of Science and Technology.

1.4 Research Questions

i. What is the  influence  of  collaborating  strategy  on organizational  productivity at  Rift

Valley Institute of Science and Technology?

ii. What is the influence of competing strategy influence organizational productivity at the

Rift Valley Institute of Science and Technology?

iii. What is the influence of compromising strategy on organizational productivity at the Rift

Valley Institute of Science and Technology?

iv. What is the avoidance strategy influence organizational productivity at the Rift Valley

Institute of Science and Technology

1.5 Research Questions
i. What is the influence of collaborating strategy on employee productivity in Rift Valley Institute of Science and Technology?
ii. What is the influence of competing strategy on employee productivity in the Rift Valley Institute of Science and Technology?
iii. What is the influence of compromising strategy on employee productivity in the Rift Valley Institute of Science and Technology?
iv. What is the influence of avoidance strategy on employee productivity in the Rift Valley Institute of Science and Technology?
v. What is the influence of accommodating strategy on employee productivity in the Rift Valley Institute of Science and Technology? 
1.6 Significance of the Study

This study sought to draw attention to the importance of effective ways of managing conflicts not only in organisations for their productivity but also in other institutions whether private or public, government or privately owned. The findings and recommendations of this study have added on to the extensive body of knowledge that exists on conflict management which will not only benefit the managers and employees of this study but also to its customers. The study will also benefit the employees of the organisation because they will learn the importance of effective management strategies for team building positive corporate public image. The results will also be useful in institutions of higher learning in formulating policies regarding the link between the functional and positive aspects of conflicts and productivity in organisations.  The study has equally highlighted the need for all the stakeholders in any organisation to put efforts in managing conflicts effectively as a key component to organisations and/or institutions.

1.7 Scope and Delimitations of the study

This study focused only on the influence of conflict management strategies on employee productivity at the Rift Valley Institute of Science and Technology in Nakuru County. To achieve this, the study focused mainly on the employees of the organisation and was conducted from September 2017 to May 2018. 

1.8 Limitations of the Study

The study is limited to one location – Rift Valley Institute of Science and Technology due to its scope. Findings are also limited to this organisation. However, these findings could be used as a base for other similar studies on conflict management strategies in organisations/institutions. Organisational structure in any organisation is key but this can also create red tape bureaucracy. To address this hurdle, the researcher ensured that all appointments were made in advance so that the data can be collected within the timelines of the study.

1.9 Basic Assumptions of the Study

This study assumed that there is a connection between conflict management strategies and employee productivity. Thus, the more creative and effective the conflict management strategies that an organisation engages in, the more the employee productivity.

1.10 Organization of the Study

This study is organised into different chapters that address the relevant study topics. Chapter one introduces the study and provides a background of the study, statement of the problem, research objectives, research questions, significance, scope and study limitation. Chapter two looks at the literature review on the effect of conflict management on employee productivity and gives theoretical reviews and empirical reviews in the study area. Chapter three looks at the methodology that the study shall employ. Chapter four presents and discusses the results of the study while chapter five presents a summary of findings, conclusions, and recommendations.
1.11 Definition of Significant Terms

Communication: The exchange of information between employees in an organisation through speaking or writing or any other medium.

Conflict: Incompatibility of ideas, opinions, and interests.

Conflict Management: Process of dealing with negative conflict aspects so as to minimise them and increasing the positive conflict aspects.

Conflict Management Strategies: Means and tactics of solving and managing conflicts in organisations by adopting the model by Kenneth W. Thomas and Ralph Killmann (1974).

Employee Productivity - All that enables the employee function better.

CHAPTER TWO 
LITERATURE REVIEW

2.0 Chapter Overview

In this chapter, a critical  review is undertaken as this section critiques literature related to the present study so as to highlight the gaps in this studies regarding conflict management strategies employed in organisations. 

2.1 Conflict Management and the Concept of Employee Productivity

Conflict management is a way of disrupting conflicts that cause disturbances and providing satisfactory and acceptable solutions to deal with the conflicts (Elgoibar, Munduate, & Euwema, 2016). It distinguishes between conflict that should be purged and conflict that is useful. This involves developing the ability of individuals to be more productive. Whether an organization is simple or complex, it faces conflicts in one way or another and so, it has a range of mechanisms for conflict management. Conflict management mechanisms are built into the organisational structure. Thus, a manager or administrator consciously utilises the mechanisms so as to influence conflict development. 

Conflict management provides individuals in an organisation a way to be able to foster effective communication and problem-solving abilities so as to attain the organisation’s goals (Rahim, 2010). In this breath, Stanley and Algert (2007) state that in higher education institutions the conflict management strategies used structures and interpersonal interactions are components of conflict management. Although Bowman (2002) is of the opinion that conflict has no place in the academic environment because of its negativity on productivity, Balay (2006) maintains that it is an important tool for organisational development when properly and effectively managed. Constructive management of conflict leads to positive performance and productivity while poor management polarises the environment and leads to poor productivity characterised by poor teamwork and cohesion. It requires managers to endorse attitudinal and behavioural elements while attending to interpersonal and departmental requirements (Blake and Mouton, 2009). 

Employee productivity can be defined as employee achievement of operations that are inert and sustainable in the organisation. When an organisation meets the targets set out without fail, then it is said to be productive (Emery, 2009). Employee productivity is concerned with the output of the employees and this is determined by the way they work. The organisation as a whole has results that need to be achieved, activities to be performed and competencies that will be able to perform these activities. To achieve these activities, employees and other resources in the organisation need to be able to produce output that is profitable with the given timeframe. Profit levels for an organisation can be high or low. Therefore, in the confines of this study, it is deemed that how an organisation handles its conflict has a direct implication on the profitability of the organisation. Emery (2009) states that employee productivity involves some sort of exchange whereby an employee will achieve productivity when they are rewarded in a way that provokes them to. The individual efforts of employees have an impact on the productivity as a whole (Levoy, 2009). As such, it is important to be able to ensure that employees have a conducive environment that is harmonious to be able to achieve maximum output. Conflict management attempts to ensure that there is a shift from competitive to a cooperative approach to conflict through open communication and problem-solving interactions (Blake and Mouton, 2009). Conflict management strategies are important in enhancing problem-solving and creativity from the managers (Rahim, 2010).

2.2 Conflict Management and Organizational Development

Conflict and its management are an integral part of an organisation’s development. According to Rahim (2010), social conflicts are founded in human development. In order for the human aspect to develop organisations, managers have to utilise conflicts in a manner that they become valuable for the organisation. This means that the managers should be attentitive to organisational development strategies and techniques so as to improve the organisation’s productivity. Organisational development encompasses coming up with interventions that improve an organisation’s problem solving processes through adopting proper conflict management strategies. Organisational development interventions also ensure that the organisational structure allows for conflict to be managed in a way that arrives at functional solutions for the organisation (Rahim, 2010). This means that when conflicts are effectively managed the organisations are productive. Different organisations view productivity differently for instance, in relation to their competitors, in the employees’ commitment and the employees’ thought processes (De Drew and Gelfand, 2008). Differences in the organisational atmosphere mean that there are no guideposts to the management of conflict. Higher education institutions deem conflict management as a pathway to employee productivity in which administrators, lecturers and other employees are involved. If this were not the case, conflicts in the institutions would continue to have a cost implication which would reduce productivity. Thus, conflict management is considered in organisational development, productivity and growth. Hence, proper management of conflicts involves applying a course of action that is deemed best for the organisation so that it can increase its productivity by utilizing scarce resources in the organisation.

2.3 Conflict Management Strategies and Employee Productivity

It is important for organisations to end or reduce conflict as they start to burgeon. Conflict management strategies become imperative in resolving disagreements between individuals, groups or departments in the organization. A conceptual schema on how to manage conflict in organizations was first presented by Blake and Mouton (1964). In this schema, Blake and Mouton believed that in order for managers to bring about employee productivity, then it was important to properly manage conflicts. They believed the forcing, withdrawing, compromising, problem-solving and smoothing were the best conflict management strategies. Forcing is pushing one’s own point of view on to others. Smoothing deals with emphasizing on areas of agreement and de-emphasizing on disagreements.  These strategies are also dependent on the personality of the individual. This schema has been used and basically been built upon and is used in virtually every organization.

Busch (2016) suggests that a constructive action should always be maintained so as to manage conflicts in an organisation. The constructive approach leads to a positive force that overshadows a negative force that would threaten cohesion between individuals or groups. This may result in an unwillingness on the part of individuals to participate in activities that result in employee productivity. Correspondingly, Salleh and Safarali (2013), believed that in managing conflicts, there is a need for integration. 
Kilmann and Thomas (1974) came up with the Thomas-Kilmann conflict management strategies model. These strategies were competing, compromising, collaborating, accommodating, and avoiding. They also propagated the aspect on party concerns. In a conflict situation, there are usually two concerns: for self and for the other party; and assertiveness to satisfy own concerns. Pruitt (1983) observed that there has to be a dual concern for self and others so as to be able to manage conflict. However, Pruitt saw that it was not necessary to compromise as it is not associated with attaining productivity. On the contrary, Balay (2006) saw that compromising was important if there was a deadlock to be dealt with. Compromising can be used when the situation is complex and a temporary situation is desirable. Organizations in the 1990s believed that avoidance, though used on some occasions, was not paramount for employee productivity as it led to hostility and intensified problems. Instead of avoidance, proper communication is emphasized on. Salleh and Safarali (2013) advocate for communication as a way of resolving conflicts in an organization.
Robbins and Judge (2007) deem that proper conflict management strategies are important for the performance of individuals. This leads to people working together as a team and as a group leading to organizational productivity. Different conflict management strategies used in organizations depend on the level of authority of a given party (Kim, Wang, Kondo, and Kim, 2007). Authority creates tension between managers and employees. When managers are strict, then conflicts will abound. Conflict ensues in a bid to surge power and status in an organization (Omisore and Abiodun, 2014). Authority in many organizations is demonstrated in the organizational structure.

2.4 Theoretical Review

Over the years, organisational conflict has been managed through models and concepts that have been diverse. Models of organisational conflict such as those presented by Pondy (1967) and the dual concern model by Pruitt and Rubin (1986) have been instrumental in shedding light on conflict management strategies. However, criticisms have been made on these by scholars such as Kilmann and Thomas (1977); Sogra (2014) and Daft (2015). This has therefore led to the adoption the Thomas-Kilmann model which is a more favourable approach to conflict management.  The model is supported by the Social Exchange Theory which captures the social concept of conflict in organisations. The social exchanges that occur in organisations are determinanats of how productive an organisation is bound to be.  By understanding this concept, organisations become better placed to manage conflicts. 
2.4.1 Thomas-Kilmann Model

This conflict handling model was propounded by Kenneth W. Thomas and Ralph Kilmann (1974). The Thomas-Kilmann model is a two-dimensional model that has concern for self which is assertiveness and concern for others which is cooperativeness. When in conflict, a party is concerned with achieving its own goals which may be in conflict with another party’s goals. These goals may or may not be of high importance. 

On the other hand, a party may need to be in good terms with the other party, especially for future interactions. Therefore, a good relationship is vital. From these two dimensions of concern, Thomas and Kilmann came up with five conflict management strategies which include: competing, compromising, collaborating, accommodating, and avoiding. These strategies are core to this study and therefore will be dealt in detail later in this study. 

2.4.2 Social Exchange Theory

It was not until the 1960s that the Social Exchange Theory was posited to be applied in the Social Sciences. Gauldner (1960) arguesthat when there is a generalised norm in which there is a mutual relationship of exchanges in reciprocity between individuals or parties, then, this is regarded as a social exchange. Social exchange is long-term and has an unspecified time frame and less tangible resources; making it different from economic exchange.  Homans (1961) views social exchange as an exchange in which activities between at least two persons  and involves rewards and costs  can be tangible or intangible andinvolves rewards and costs. Also individuals focus on the rewards that they are to get in their interactions with others (Blau, 1964). Druckman (1998) on the other argues that the Social Exchange Theory originated from economic research in which parties used to calculate resources that were not easy to quantify. Contributing to this debate, Emerson (1976) the Social Exchange Theory is a convergence of theories that provide a frame of reference on the nature of humans and their relationships. At the center of these relationships is interdependence as well as self-interest (Kelley and Thibaut, 1978). The lens of Social Exchange Theory has been used to analyse organisational behaviour such as communication, culture and employee personality (Cropanzano and Mitchell, 2005). By nature, human beings are social and it is in this realm of interaction that social exchange takes place. Boyd (2007), asserts that the notion of exchange emerges when one party enters into a relationship to attain certain rewards or share in resources that are limited. The relationship is based on the interaction advantages that a party perceives it will receive. In an organisation, an exchange begins when an actor, such as a supervisor initiates communication for an action to take place. Cropanzano and Mitchell (2005)opines that the actions can be positive or negative. The way a supervisor communicates to the subordinates or co-workers determines how the subordinate will respond and reciprocate their actions. For instance, if the supervisor is abusive, then, negative reciprocity is expected and the opposite is true. The exchanges are unspecified thus leaving parties in these relationships unsure whether the other party will, in the long run, reciprocate. This uncertainty in the interactions often leads to conflicts between the parties.

2.5 Empirical Review

On the issue of conflict management strategies a myriad of studies have been conducted in the education sector. The studies reveal that there is no one strategy that can be unanimously agreed upon as the best conflict management strategy. Rather, different strategies are undertaken depending on the situation being faced in the institution.
A longitudinal study on organisational conflicts by Langfred (2007) presented practical implications of conflict management on self-managing teams. The implications showed that conflict management strategies should be applied according to conditions being faced. This way, productivity can be the ultimate result. This study also revealed that individuals need to be aware of proper management skills if performance is to be attained. Lack of proper conflict mangement skills can lead to managers believing that conflict is a projection in rejection of their authority. The managers overlook the feelings of the employees and this creates a hostile environment in the work place (Maura-Fernandez, 2017). Although the study by Langfred (2007) establishes a link between conflict management and productivity it raises questions regarding the generalisability of findings given that data was collected from a sample of masters in business administration students at the same university. 
In a descriptive survey on conflict management strategies and administrative effectiveness in Universities, Adeyemi and Ademilua (2012) found out that conflict was a high occurrence in universities. The major cause of these conflicts was found to be in interpersonal relations in which there was a communication gap between authorities and employees of the universities. A similar study by  Kipyego (2013) also found that it was a common practice for learning institution to call for stakeholder meetings and consultation to discuss and resolve major conflicts. These studies provide evidence regarding the existence of conflict in institutions of higher learning. However, they do not explore the strategies used to manage conflict and their impact on productivity. 
Melchor Cardona and Bravo (2012) conducted a research on higher education that focused on the quality of services. The study identified 5Qs in service provision: quality of courses, quality of infrastructure, quality of teaching and learning, quality of the environment and the quality of interaction between and among students and lecturers. The study suggested that communication among staff and the internal environment has a link on how productive that organization is. Fisher (2015) advances this view by pointing out that breakdown in communication often results to interpersonal conflict. In a descriptive survey on conflict management strategies and administrative effectiveness in Universities, Adeyemi and Ademilua (2012) found out that conflict was a high occurrence in universities. The major cause of these conflicts was found to be in interpersonal relations in which there was a communication gap between authorities and employees of the universities. These studies provide evidence regarding the effect of conflict on employee productivity rather than the effect of conflict management strategy, which was the focus of the current study. 
Equally, regarding services offered in institutions of learning, Schneider and Bowen’s, Sharabi (2013) - using the three tiers of service organizations -analysed the service process within higher education institutions. The analysis revealed that the service given to the students is dependent on the employees in contact with the students; which is also dependent on the coordination between different departments and how co-operative they are with one another. This not only provides a harmonious environment, it also boosts the productivity of the organisation. Therefore, internal service quality is dependent on interactions between the staff. If  the interactions are marred by conflict, then, poor internal service quality is to be expected. Again this study demonstrates how conflict influences productivity rather than how conflict management strategy influences producivity. In addition, productivity is measured using a single dimension of service quality. 
In addition, an exploration by Stanley and Algert (2007) on conflict management styles of department heads in a research university setting, assumed a qualitative research study. Out of a sample of 65 college department heads, the study investigated 20 department heads. The study showed that the departmental heads would rather compromise so as to manage conflicts. They also did not prefer the use of avoidance and accomodation. Collaboration was associated with heads that had a high level of confidence. While some department heads did not want to work together as a group with others, there are those that  actually did. This study provide evidence regarding the utilisation of different strategies of managing conflicts in institution of higher learning. However, it does not provide a clear link between the conflict management strategies and productivity. In addition, the study used a small sample of 20 departmental heads limiting the generalisability of findings. 
A survey research by Adomi and Anie (2006), used a descriptive design to collect data from the staff of three Nigerian University libraries on the nature of conflict and conflict management. The study findings were that the highest type of conflict was interpersonal. The findings of Adomi and Anie are supported by Kipyego (2013) who found out that interpersonal conflict was among the common types of conflict experienced by secondary schools in Nandi Central Sub-county. This finding is consistent with that of a study by Ayoma (2015), which found out that interpersonal conflicts were common among secondary schools in Homa Bay County. This type of conflict was majorly resolved through accomodation strategy followed by avoidance. This study also revealed that when conflict is managed by coordination and cooperation, then it can be a positive propellant to increasing employee performance. Adomi and Anie (2006) and Kipyego (2013) have identified the types of conflict that are prevalent in learning institutions but have not explored how these conflicts are managed. Although Ayoma (2015) explored conflict management strategies and their impact on productivity this relationship was not statistically tested. 
The role of communication in organisation conflict is also highlighted by Jerng et al. (2017) who asserted that people have different ways of interpreting and attaching meaning words, expressions, and body language. The same words or expressions could attract completely different meaning from employees giving rise to misunderstanding. A blend of management strategies is recommended in managing conflicts in institutions so as ensure that the organisation is productive. On the other hand, Aniekan and Umoh (2012), examined the impact of conflict on productivity. This analysis showed that the culture and personality of the people were determinants of conflicts; this had an immense impact on effectiveness of an organisation. Although the study establishes a link between conflict management strategies and employee producitivity; this study was conduct in Europe thus it may not reflect the situation within institutions in Kenya 
In Kenya, Wanjere et al. (2014) citing the Kenya context argued that conflict management was an important factor for the realisation of organisational goals. In fact, that performance of employees has an effect on organisational productivity as a whole. They stress the fact that the strategy used to manage conflicts is vital. Their study, however, focused on only the dominant strategy. In their study, Kagucia and Poipoi (2014) majorly focused on the effect of avoidance conflict strategy on employee performance in the Kenyan Public Universities. They found out that Kenyan Universities are marred by conflict and that productivity of the universities was dependent on conflict management strategies. The descriptive and correlational survey sampled 519 employees and reported that avoidance had an effect on the performance of employees. Additionally, this study opines that avoidance can be utilised as a cooling off period before adverse and more complex problems can be dealt with in an effective manner. A similar study by Momanyi and Juma (2016) found out that avoidance was a dominant conflict management strategy at the Kenya Commercial Bank with 97.8% of the respondents stating that their superiors avoid unpleasant exchanges with them and stay away from disagreements. Although this study shows the influence of conflict management strategy on employee productivity, it was conducted within the banking sectors that is quite different from institutions of higher learning.
On the other hand, an assessment on corporate management practices in public universities in Kenya by Waswa, Ombuki, Migosi, and Metet (2013) argue that universities lack conflict management skillls and this is a recipe for hostile environments and industrial actions. Unfortunately, these are dealt with through an authoritative strategy which overlooks all amicable conflict management. Likewise, Iravo (2011), revealed that the lack conflict management skills can have an effect on the performance of the teachers. Equally, anassesment on conflict management in schools in Nyakach district, Kenya, Ageng'a and Simatawa (2011) which utilised  a descriptive research design noted that  collaboration was important in the management of conflicts in the education institutions. The study also showed that a climate of trust has to be put in place so as to ensure fuctional conflict that leads to organisational effectiveness. Although the studies shade light on types of conflicts that exist in Kenya institutions and the most dominant strategies used to manage these conflicts, these studies did not test the effect of the conflict management strategies on productivity.  
Cherono (2011) on the hand investigated on teacher performance in aim of finding out the link between teacher performance and conflict management strategies. The study sampled 14 schools and found out that cooperation, collaboration, competition, avoidance and accomodation were used in the schools depending on the situations faced. The study. However. noted  that cooperative strategies proved the teachers productive in their schools. This study was however conducted in the context of secondary schools which have different dynamics from institutions of higher learning.  

Yet, another study on project team productivity by Musonye (2014) sought to find out the effect of organisational structure on productivity.A descriptive design was adopted and 45 respondents were sampled. The study revealed that conflict is rife in both horizontal and vertical structures of the organisation. In order to manage these conflicts there was need for adoption of constructive mechanisms for productivity to be achieved. Additionally, a survey carried out by Muriuki, Cheruiyot, and Komen (2017), revealed that effective conflict management is essential in increasing the performance and productivity of an organisation. The survey further discovered that resolving conflicts increased organisational performance by 7%. Thus, the emphasis that conflict management is of essence in employee productivity.

2.6 Collaboration Strategy and Employee Productivity

Collaboration is also known as a problem-solving or integrating strategy that seeks to ensure that the differences that bring about conflict are worked upon and that everybody feels that they matter and that their viewpoints have been considered (Rahim, 2010). Constructive collaboration is vital so as to understand the preferences of the conflicting parties and engage everyone in finding constructive solutions. Working together enhances co-operation and this brings about productivity of the employees.  

 Parties can opt to collaborate so as to achieve both their goals and a win-win situation. There is a lot of trust that is exercised so as to attain a consensus. Consensual decision-making addresses the tasks to be performed. There is mutual respect for one another and a self-worth attitude is established.  The parties have concern for self and for others and this has a mutual advantage undertone (Robbins and Judge, 2007). This approach is used when other essential issues take center stage and the problem of the conflict is deemed unimportant. Using this strategy, however, is quite time-consuming. It is also hard to get to a point in which every person on each party accepts ideas that are presented. When, implemented well, this strategy has a positive effect on productivity because of the morale that is place on the employees which increases their input. This is also realised in an increase in the output of the organisation. 

According to Baumgardner (2012), there is an open-discussion of the issues that are being faced. The parties then get to brainstorm on these issues and team work ensues. This conflict management strategy reveals the functional effects of conflict. There is commitment of the team members and as they work together and brainstorm, creative ideas are created. These ideas make room for innovations in different dimensions in the organisation. The labour and effort asserted in the implementation of the innovations leads to organisational productivity. Implementing this strategy requires the organisational structure to be flexible enough to allow the integration of the employees’ ideas. Additionally, Baumgardner (2012) contendsthat collaboration yields the best outcomes for an organisation and can lead to good performance of the organisation. This translates to productivity.

2.7 Competing Strategy and Employee Productivity

This is a power-driven strategy that seeks to be authoritative in nature (Thomas and Kilmann, 1976). Individuals who use this strategy to resolve conflict are aggressive, power hungry, confrontational and at times selfish. Decisions made in this strategy may be at the expense of the other party. In organisations, managers tend to use this strategy when unpopular decisions have to be made for instance, in times of a crisis. This strategy is also used during emergencies when quick decisions are needed. This can rapidly boost productivity of the employees because of the output that is derived. However, this is often at the expense of relationships with the employees. Employees do not like to be coerced in to accepting certain points of views without their input being taken into consideration (Fadipe, 2010).
The approach used in competing strategy is win-lose in which one party is consumed with their own goals and they become assertive so much so that the other party’s concerns are not considered. The eyed-prize is to win at all costs and the other party’s viewpoint is overshadowed by own viewpoints. There is hard-bargaining that is used because this strategy is less expended by people who lack great influence, power, authority, position or wealth. This is why this style is thought of as a dominant style (Rahim, 2010).
In times of conflict, there is inevitable hostility that is created by using the competing style as one party may be dominant and the other feels that this should not be the case. Overuse of this strategy can lead to lack of motivation for the employees. The employees continue to drown in conflicts. At this point, the conflicts are dysfunctional and they only hurt the organisation more. It reduces the learning capability of the employees and the organisation as the employees become coy. 

Nonetheless, Salleh and Safarali (2013), propose that conflicts in higher education institutions can be solved through the use of competitive styles. This is because of the complex nature of these institutions, unfavourable decisions have to be made. The managers and administrators can get to a point in which they have to overlook the aspect of pleasing everyone and take a stand so as quick action is taken. The administrators have to understand that this strategy has the power to diffuse any negativity associated with competition and come to a point in which people work for the organisation to attain the desired results.

2.8 Compromising Strategy and Employee Productivity

In this conflict management strategy, there is a willingness from all parties to focus on other viewpoints while yielding their own so as to reach a favourable agreement. Salleh and Safarali (2013), suggest that the winner or loser cannot be pinpointed and that the agreement that is reached may not be favourable for both parties. As a matter of fact, the involved parties have to give something up so that they can gain another (Baumgardner, 2012). In other words, there is need to find a middle ground for agreements to be reached so as to avoid a deadlock.
In compromising, there is a moderate level of cooperation and assertiveness in which a scenario that requires a temporary solution is needed. The parties may have goals that are equally important. This strategy is seen as an easy way out and presents a win-lose or lose-win situation. Fadipe (2010) asserts that ego clashes bar people from reaching a compromise. With a clash of ego, middle grounds and concessions are hard to be agreed upon. When parties compromise, they risk the likelihood of problems resurfacing. However, this strategy is useful when the eventual results are aimed at benefitting both parties especially in interpersonal conflicts. It is also considered as an alternative to collaborating and competing strategies. Compromising strategy breeds skills that allow communication to be dialogic so as to find solutions that are fair to both parties. Baumgardner (2012) argues that the overuse of compromising styles have a negative impact on the long-term goals.  Therefore, the over-use of the compromising strategies can affect the productivity of the employees. The excessive give and take trading leads to a loss of the big picture for the organisation.
When it benefits both parties, then negotiation has to be involved so that they are both satisfied. Watson and Stanley (2016) argues that compromising needs negotiators that are forward looking so that both parties are the winners. A compromse can lead to productivity because of the sense of satisfaction that is experienced. The employees increase their input and this has a consequent effect in the increase of the organisation’s profits and also the quality of the services being provided.

2.9 Accommodating Strategy and Employee Productivity

Accommodating is a strategy in which a party cooperates at its own expense and its goals take a back seat (Fadipe, 2010). The accommodating party is seeking for harmony. This is because the relationship with the other party is deemed as important. This way, the party gives in to demands and choices made by the other party (Thomas and Kilmann, 1976). This is the extreme opposite of competing. One conflicting party suppresses its needs, whether perceived or real, for the sake of the other party.  Thomas-Kilmann instrument shows that an individual who chooses accommodating is a peacekeeper and relationships with others is more important than achieving own goals (Thomas and Kilmann, 1976). This creates a lose-win situation in which differences are overlooked. Accommodators tend to be cooperative and unassertive. They are true team players who will find reasonable ways to diffuse issues. Moreover, Muindi (2016), avers that accommodators assume a martyr’s, complainer’s or saboteur’s role. Accommodators want to maintain status-quo. They want things to remain as they are.

This strategy works best when the other party has the expertise to find desired solutions. This way, there is a preservation of future relations (Fadipe, 2010). This can have productive or unproductive consequences for the organisation because of the co-operative yet assertive aspect. For the sake of harmony, a party may choose to overlook their differences and support the other person’s point of view (Baumgardner, 2012). Accommodation also helps to create stronger interpersonal relationships by building good will. It involves being selfless, obedience and able to yield. This has the potential to increase performance (Muindi, 2016). If used frequently, accommodation can lead to competition and this can reduce creativity thus reducing the employee productivity. In the strife for harmony, relationships can be hurt and this worsens the organisational climate by propelling conflicts.  Also, constant use of the strategy can lead to negligence of personal interests and well-being. Individuals become passive in the execution of tasks and this can be injurious to their productivity. 

2.10 Avoidance and Employee Productivity

In avoiding, a party evades the issue and it acts as an impediment to achieving own and others’ goals. Avoidance is undertaken by organisation because of the concept developed by many that showcases the lack of desire for direct confrontations of conflicts (Watson et al., 2016). Avoidance is used if there is a desire to maintain any relational harmony that exists between employees. When in avoidance, individuals choose to retreat from the situation and would not want to be involved in either the conflict or its management. Therefore, they sidestep the issues. However, evading the problem does not make it go away. The parties involved in the conflict bottle up their emotions which in the end can end up fuelling the conflicts further. This aggravates the working environment and it has a negative influence on the productivity of the organisation. However, in situations where the chances of winning are minimal, then, avoidance becomes an optimal solution. Similarly, Kagucia and Poipoi (2014), asserts that avoidance comes in handy when the issues being faced in the organisation are trivial. 
Avoiding gives an individual time to reflect on an issue before becoming involved in it.The individual is able to collect any relevant information before action is taken. Avoidance can also be used when long-term achievement of goals is important than the mere fact of winning. Gongera, Miroga, and Omweri, (2013) emphasise that avoidance leads to withdrawal or a neutral stance for conflicting parties. The managers are neither assertive nor cooperative. This strategy is also used when there is no potential for escalation to violence. This means that when is is important, this strategy can be used to ensure that employee productivity is attained and more so when the relationship between parties is short-term. However, if this strategy is over-used, then it has detrimental effects on the level of input, decision-making and communication. However, when there are more pressing issues that need immediate action, it is inappropriate to avoid them.
2.11 Conceptual Framework
[image: image16.png]Tribalism
Style of Management
Workload
Grapevine

No clarity of roles

Organizational
Politics

Resources
Difference in interest

Communication

10

20

30

40




Figure 2.1 Conceptual Framework

As shown in the Figure 2.1, employee productivity is the dependent variable of the study. This variable was measured in terms of innovation, internal service quality, absenteeism, and employee motivation. The study hypothesised that employee productivity is influenced by conflict management strategies. Five conflict management strategies were examined: collaboration, competing, compromising, accomodation, and avoiding. The study also noted that there are extrenous variables that have the potential of affecting the relationship between conflict management strategies and employee productivity. One such variable is the organisation’s internal environment. 
2.12 Summary and Research Gaps
An organisation that is void of conflict is deemed as a fallacy. Conflicts in organisations are inevitable but it is important to understand ways of managing the conflict. Conflict has the ability to be productive when properly managed and so organisations need to embrace it. Conflict management is multifaceted. There is a wide-range of literature and studies that exist on conflict management in the education sector in Kenya. Though conflict management and conflict management styles are inseparable, prior research has revealed that there are other aspects of conflict management in addition to strategies employed. This proposed research at Rift Valley Institute of Science and Technology seeks to broaden the conflict management aspects. Conflict management strategies are clearly devoid in relation to employee productivity in the presented review of literature. The literature that exists is mainly focused on conflict management strategies and employee performance, employee empowerment or organisational performance. Little focus is given to the facet of employee productivity. Since the literature has also shown that conflict management and productivity are relative and contextual, then it is important to explore the conflict management experience at the Rift Valley Institute of Science and Technology.

CHAPTER THREE 
RESEARCH METHODOLOGY

3.0 Chapter Overview

This chapter presents the manner in which research was undertaken. This includes the research design, study population and location, research instruments and the data collection methods appropriate so as to achieve the study’s objectives.
3.1 Research Design

This study utilised a survey research design. This design is where individuals are engaged in a discussion or interview on a particular topic (Saunders et al., 2007). It attempts to accurately give a portrayal of a particular situation that occurs at one or more points in time (Popoola, 2012). In this study, the design entailed engaging the employees of RVIST in discussion regarding conflicts, conflict management strategies used at the institution, and how these affect productivity. This design helped to pinpoint the extent to which the conflict management strategies influence employee productivity at the institution.  

3.2 Study Location

The study was undertaken at the Rift Valley Institute of Science and Technology in Nakuru County.  It is located 10 Kilometers West of Nakuru Town along the Njoro-Nakuru highway. The institute was started in 1979 in Nakuru County. The institute mainly focuses on providing business and technical studies to its clientele. The main branch is located along the Nakuru-Njoro road in Nakuru. There is also a campus located in Nakuru town. The institution has expanded to have over 5000 students and 293 employees who are both teaching and non-teaching staff as at December 2017. This study area is also chosen because of the implementation of the dispute resolution programs and it would be vital to understand the influence of conflict management strategies on employee productivity. 

3.3 Target Population

A population refers to the entire group of individuals who have characteristics that are common and observable in a given group (Saunders et al., 2007). This study targeted the 293 employees found at the Rift Valley Institute of Science and Technology and 10 Managerial staff. This population comprises of 168 teaching and 125 non- teaching staff.

3.4 Sample Size and Sampling Procedure

Krejcie and Morgan’s 1970 formula was used so as to determine the sample size of the population. This formula was used because of the finite population used in this study.
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S- Required sample size

X- The table value of chi-square for 1 degree of freedom at the desired confidence level, 1.96 is used in this study)

N- The population size

P-Population proportion (this study assumes it to be 50%)

D-degree of accuracy that is, error margin (A 5% degree of accuracy is assumed)

S= 1.962*293*50 %( 1-50%)

     0.052(293-1) +1.962*50 %( 1-50%)

Therefore, the sample size for this study was 166 respondents. 
The purposive sampling method was used to sample managers to be interviewed. There were ten managers in the institution and four were sampled. The managers were selected  based on their expertise and the duration of service in the institution. The stratified random sampling technique was utilized to sample the other employees. This is a sampling method where the entire population is divided into different sub-groups known as strata  (Saunders et al., 2007). This enabled participants that have similar characteristics to be grouped together so as to gain more precision in the study. Stratification also ensured proper representation of the study population. In this, the employees were grouped into two strata: teaching or non-teaching. Individuals were randomly selected from each strata. Random selection of participatants from each stratum reduced biasness in the selection. Sample size distribution of respondents is indicated in table 3.1:
Table 3.1: Sample Size Distribution

	Designation
	Population
	Sample distribution
	Percentage

	Teaching staff
	168
	166/293*168=96
	58%

	Non-teaching staff
	125
	166/293*125=70
	42%

	Total
	293
	166
	100%


In addition to the 166 employees, the study also sought to interview four managers in order to facilitate triangulation of data. 

3.5 Data Collection Instruments

Data was collected through questionnaires and semi-structured interviews. The questionnaire targeted the employees. It contained both open-ended and close-ended questions. Close-ended questions allowed comparison of responses using statistics by limiting respondents to predetermined choices. Open-ended questions allowed the respondent to further expound on their opinion regarding  the study questions. 
The semi-structured interview guide was used to collect data from managers. The researcher made appointments with the managers so as to identify the time that was appropriate to them and within the study timeframe. The interview was semi-structured.  The  Managers were presented with  a list of uniform questions but based on their responses to these initial questions, follow-up questions were asked. The interviews were recorded and later transcribed.

3.5.1 Validity of Instrument

Validity is the extent to which the research instruments measure accurately what they are intended to measure (Saunders et al., 2007). The validity of data collection instruments was enhanced by subjecting the instrument to scrutiny by the University supervisors. The supervisors checked all questions with view of ensuring that the captured what the study intended to measure. The supervisors also checked the  clarity of the questions. 
3.5.2 Reliability of Instrument
Reliability is the extent to which the techniques of collecting data yield findings that are consistent (Saunders et al., 2007). Reliability was enhanced by conducting a pilot study using the test-retest method. This method entailed administering the data collection instruments to the same respondents in a span of two weeks and comparing their responses using the Pearson Product Moment Correlation. The pilot study involved 17 (10% of the sample size) RVIST employees who were excluded from the main study.

Table 3.2: Correlations Analysis Results for Pilot Survey 1 and Pilot Survey 2

	
	Pilot Survey 2 results

	Pilot Survey 1 results
	Correlation Coefficient
	.876**

	
	Sig. (2-tailed)
	.000

	
	N
	17


**Correlation is significant at the .01 level of significance

As shown in Table 3.2, the correlation between pilot survey 1 and pilot survey 2 was 0.876. According to Saunders et al. (2007) a correlation of above 0.7 shows a high level of consistency.

3.6 Data Collection Procedure

A self-introduction letter was obtained from St. Paul’s University. Thereafter, a research permit was issued by the National Commission for Science, Technology, and Innovation (NACOSTI). After obtaining the research permit, the researcher sought permission from the management of Rift Valley Institute of Science and Technology to conduct the research. The researcher, with the help of a research assistant reached out to the participants, sought their consent and proceeded to distribute the questionnaires to the teaching and non-teaching. The staff were selected from the  tdifferent departments for a period of two weeks. Regarding the interview, the researcher made appointments with the managers so as to identify the time that was appropriate to interview them and within the study timeframe. 
3.7 Data Analysis and Presentation

Items in the questionnaire that were closed-ended were analysed using the descriptive statistics such frequencies and percentages as well as inferential statistics. Descriptive statistics were used to describe the situation that exist within the study area relating to conflict management and productivity. On the other hand, inferential statistics were used to examine the relationship between the conflict management strategies and employees’ productivity. The Pearson Product Moment Correlation test was used for the inferential analysis because the data on the conflict management strategies and employees productivity were continuous. Relationships were tested at the 0.05 level of significance.
Data collected through the open-ended questions and interviews were analyze using the thematic technique. This method entailed grouping the data according to the study’s objectives and presenting them in form of narratives. 
3.8 Ethical Considerations

The researcher explained the study to the participants so that they could gain a solid outlook of the research. Then the researcher asked for the participants’ informed consent. The researcher assured the respondents that the information given would  be held with utmost confidentiality and anonymity throughout the study. During the data collection, the privacy of the participants was upheld by ensuring that themanagement of RVIST do not have access to the information provided. The researcher also ensured that she operates under the ‘do no harm principle’ of research that the respondents were not left hurting or vulnerable. The opinions and studies from other scholars were cited in the references.

CHAPTER FOUR 
FINDINGS, PRESENTATION AND DISCUSSION
4.0 Introduction

 This chapter presents and discusses the findings of the study. Specifically, the chapter presents the response rate, background information of the respondents, and findings on each objective of the study. Coding shall be used IM1; Interview Manager1-IM2, IM3, IM4. QT-Questionnaire Teaching Staff, QN- Questionnaire Non teaching staff.
4.1 Response Rate

The researcher distributed a total of 166 questionnaires to employees of RVIST. Out of these, 134 were dully completed and returned to the researcher. This figure translates to a questionnaire return rate of 80.7%. According to Mugenda and Mugenda (2003)  a response rate of above 70% is excellent. The nonresponses were mainly due to the timing of the data collection exercise towards the end of the semester where most of the staff hard quite busy schedules.   

4.2 Background Information of Respondents

The study sought to determine the background characteristics of the respondents. This information provided a way of capturing the heterogeneity of the institution and the representativeness of the sample. Specifically, the study examined the respondents’ gender, age, highest level of education, employment status, year worked at the organisation, and designation. 

4.2.1 Gender of the Respondents

Respondents were asked to indicate their gender. Figure 4.1 present the distribution of the questionnaire respondents in terms of percentage and frequency. Of the 134 questionnaire respondents, 75 (56%) were male while 59 (44%) were female. This distribution suggests improved representation of women in the formal sector and particularly the higher learning institution workforce.
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Figure 4.1: Gender Distribution of the Respondents

Source: Field Data (2018)

4.2.2 Age of the Respondents

The age of the respondents was also recorded in the questionnaires. Statistics regarding the age of the respondents is presented in Table 4.1:

Table 4.1: Statistics on Respondents Age

	Mean
	35.36

	Minimum
	25

	Maximum
	52


Source: Field Data (2018)

As Table 4.1 above illustrates, the mean age of the respondents was 35.6 years. It was also noted that there was noteworthy age diversity in the sample with the youngest individual being 25 years and the oldest being 52 years old. 

4.2.3 Respondents Education Level

Respondents were also requested to indicate their highest education level. Four levels of education were identified in this regard: primary, secondary, vocational schooling, and university degree. The distribution of respondents across these levels of education is presented in Table 4.2 below: 

Table 4.2: Education Level of Questionnaire Respondents

	Education Levels
	Frequency
	Percent

	Primary
	4
	3.0

	Secondary
	19
	14.2

	Vocational Schooling
	47
	35.1

	University Degree
	64
	47.7

	Total
	134
	100.0


Source: Field Data (2018)

From Table 4.2, employees with university degree had the highest representation in the sample at 47.7%. They were followed by those with vocational education at 35% while those with secondary level of education came third at 14.2%. Only 3% of the respondents had the primary level of education. This distribution matches expectations because the study was conducted in an institution of high learning where majority of the staff particularly the teaching staff have high levels of education.  

4.2.4 Years working at the Organization

Respondents were asked to indicate the number of years they have worked in the organisation. The goal was to establish the extent to which the respondents were privy to information on how conflicts were managed in the organisation. Table 4.3 below presents statistics regarding this variable.

Table 4.3: Statistics on Numbers of Years Respondents have worked at RVIST

	Mean
	5.57

	Minimum
	1

	Maximum
	17


Source: Field Data (2018)

The average number of years that the respondents worked in the organization was 5.57 years. The respondent with the shortest work duration had worked in the organisation for one year while the  longest serving employee had worked in the organisation for 17 years. Figure 4.2 shows the distribution of years respondents in frequencies according to the numbers of years worked by frequency. 
4.2.5 Designation of the Respondent

The study also sought to establish the designation of the respondents within the organization in terms of whether the respondent is part of the teaching or nonteaching staff. Respondents’ distribution according to their designation is presented in Figure 4.2: 
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Figure 4.2: Distribution of Respondent by Job Designation

Source: Field Data (2018)

Of the 134 questionnaire respondents, 77 (57%) were teaching staff while the remaining 57 (43%) were nonteaching staff. This distribution matches expectation given that the study was conducted in a learning institution where teaching is the core service being offered. 

4.3 Conflict Management Strategies at RVIST

This section examined conflict management strategies at RVIST, which were the independent variables of the study. Particularly, the chapter explores the type of conflict at the organisation, causes of conflicts, approaches of managing conflicts, and extent to which employees are involved in the management of conflicts.

4.3.1 Types of Conflicts

Since the goal of the study was about conflict management and its effect on productivity, it was important to establish the main type of conflicts that occur in the organisation. Four types of conflicts were identified and respondent asked to indicate whether each was being experienced in the organisation. Respondents were free to pick more than one conflict type. 

As illustrated in Table 4.4, interpersonal conflict was the most frequently experienced conflict within the organisation. Interpersonal conflict was selected by 97 respondents accounting for 42.9% of the responses. The response column does not add to 134 (which is the total sample size) because respondents were free to pick more than one type). This finding is consistent with the study by Ayoma (2015) earlier cited in this study, which found that interpersonal conflicts were common among secondary schools in Homa Bay County. This type of conflict was not restricted among teachers but also occurred between teachers and students as well as between teachers and administrator. Kipyego (2013) works cited in this study equally indicatethat interpersonal conflict was among the common types of conflicts experienced by secondary schools in Nandi Central Sub-county. 

Table 4.4: Common Types of Conflict at RVIST

	Conflict Type
	Responses
	% of Responses
	% of Sample

	Intrapersonal
	23
	10.2%
	17.3%

	Interpersonal
	97
	42.9%
	72.9%

	Intragroup
	31
	13.7%
	23.3%

	Intergroup
	75
	33.2%
	56.4%

	Total
	225
	100.0%
	100


Source: Field Data (2018)

Intergroup conflict was the next selected by 75 respondents representing 33.2% of the responses; intergroup conflict (31, 13.7%) while intrapersonal conflict was selected by 23 respondents (10.2% of the responses) reporting to have experienced this type of conflict. As earlier noted in this study, this type of conflict shapes the patterns of relationships within group and between the group and perceived outsiders. Additionally, it becomes more pronounced when the social unit grows larger and the number of distinct groups increases.  

4.3.2 Sources of Conflict

The study also sought to establish the most common causes of conflicts experienced at the institution. This question was open-ended to allow respondents to freely and openly deliberate on this issue. Several themes emerged from the responses to these questions. Communication was the most frequently occurring theme in the participants’ responses to the question on causes of conflict. As observed in Figure 4.3 below, the issue of communication was mentioned by 32 respondents representing 23.9% of the sample. This view also received support from one of the teaching staff who was interviewed who shared that 
“Most of the conflicts occur because people do not communicate their point of views effectively leading to misunderstanding.” (Interview, QT13, 2018). 
Yet, another staff pointed out that: 

“Breakdown in communication is the origin of most conflicts in our institution . When employees have different information and understanding about the same issue, tensions emerge.(Interview, QT9,2018)
The study by Ayoma (2015) earlier cited in this work confirms this observation by the staff. In Ayoma’s study, the teacher-teacher conflicts among secondary schools in Homa Bay were mainly caused by breakdown in communication. The findings also reinforced those by other scholars cited in Chapter two of this study such as Fisher (2015) which attributes the breakdown of communication to interpersonal conflicts experienced at the RVIST. 
Difference in interest was also mentioned as a source of conflict by 25 respondents representing 18.7% of the sample. These respondents expressed that a good number of conflicts occur because people have different priorities and preferences that end up competing and crashing. This finding is consistent with Kipyego (2013) who also found out that many conflicts among teachers in secondary schools emerge because different teachers have different motives and preferences. Tension emerges when these differences cannot be reconciled. The finding also reinforces earlier findings in this study that interpersonal conflict is the main type of conflict within the organisation. As Jerng et al. (2017) earlier in this study states, interpersonal conflicts are bound to occur when members of an organization have competing individual interests that cannot be pursued at the same time. The subject of conflict of interest was also brought out during the interview with managers when one of them indicated that :
“Employees have different interests and different ideas. They come from different backgrounds. These differences are a major cause of conflict.” (Interview, IM1, 2018) 

On the other hand, the issue of resources was mentioned by 21 respondents representing 15.7% of the sample. This was mainly linked to intergroup conflicts. Regarding the scarcity of resources, some of the respondents expressed that different departments have to compete for scarce resources such as office space, classrooms, and finances. A good number of the respondent also mentioned the issue of salaries and working equipment that tend to create conflict between the administration and staff unions. In his study, Thompson et al. (2017) argued that competition for resources such as food and water is the primary cause of conflict among the animal species. The issue of resources was also captured during the interview with managers. It was interesting to note that one of them pointed out that conflicts happen during the budgeting them as captured in the narrative below.
“Conflicts among departments and between departments and the management mainly occur during budgeting. Most departments complain that they have been given little allocation while others may complain that some departments are being favoured.”  (Interview, IM2, 2018)
Yet another pointed out that conflicts cannot be attributed to only one factor as noted in the

narrative below: 
“Conflicts are caused by many factors. Sometimes, conflicts occur among employees because they are competing for positions and promotion. Some employees feel that the other has obtained a position unfairly or that they have been discriminated.” (Interview, IM4, 2018)
Organizational politics was one of the other factors that was highlighted. This was mentioned by 13 respondents representing 9.7% of the sample. The theme of organisational conflict is best captured by one of the respondents who argued that “Conflicts occur because some people want power and recognition, and would do anything to get it.” (Interview, QN21, 2018). However, 9  respondents representing 6.7% of the sample alleged that lack of clarity of role is the main cause of conflict at RVIST. In support of this, one non-teaching staff lamented that: 
“Conflicts occur because some people fail to perform their roles placing a lot of burden on others.” (Interview, QN41, 2018). 
One decried the fact that: 
“Sometimes the administration want to impose on us responsibilities that are not part of our jobs.” 
This supports Fisher (2015) in his argument that who argues that ambiguity in roles and unclear boundaries can set the stage for interpersonal and intergroup conflicts. Grapevine communication was mentioned as another source of conflict by 7 respondents representing 5.2% of the sample. One support staff was in agreement with this view when he stated that 
“Conflicts are mainly caused by people who like  talking about other people behind their backs.” (Interview, QN29, 2018). 
Some respondents used others terms such as gossip, rumors, and ‘backbiting’ as noted in the narrative of another support staff who emphasised that 
“Conflicts are caused by people who like to backbite others.”  (Interview, QN35, 2018). 
Other themes that emerged included workload, style of management, and tribalism as shown in Figure 4.3.
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Figure 4.3 Sources of Conflict

Source: Field Data (2018)

Respondents were asked whether the institution has mechanism for managing conflicts. This was a closed-ended question that provided respondents with two choices (yes or no). A total 119 respondents representing 89% of the sample indicated that the organisation had a mechanism for managing conflicts. These results imply that there is a strong probability that the organisation has mechanisms for managing conflict. About 11% of the respondents indicated that the organisation does not have these mechanisms. It could be that they had not experienced conflict; hence, are not aware of the conflict management mechanisms within the organisation. It also possible that these individuals were dissatisfied with conflicts management mechanisms that were in place at the institution. 
Respondents were expected  to indicate the approach that is commonly used to manage conflict within the organisation. This was a multiple response question where respondents were provided with five options: collaborate, compromise, compete, avoid, and accommodate. As illustrated in Table 4.5, all options were picked by at least 10 respondents suggesting that each of the conflict management strategy is utilised at the institution. This is not surprising as according to Langfred (2007) earlier cited in this study argued that institutions can use different approaches of managing conflict depending on the type of conflict and the prevailing circumstances. Approaches for managing conflict can also vary from one individual to another as well as from one department to the next. 
Table 4.5: Approaches commonly used to Resolve Conflicts at RVIST

	Approach
	Responses
	% of Responses
	% of Sample

	Collaborate
	73
	36.1%
	54.5%

	Compromise
	28
	13.9%
	20.9%

	Compete
	26
	12.9%
	19.4%

	Avoid
	63
	31.2%
	47.0%

	Accommodate
	12
	5.9%
	9.0%

	Total
	202
	100.0%
	100


Source: Field Data (2018)

As noted in Table 4.5 above, collaboration emerged as the most dominant approach as it was selected by 73 respondents representing 36.1% of the responses. As noted earlier in Chapter two of this study, according to Rahim (2012), collaboration is the most constructive approach of resolving conflict because it creates a win-win situation for all parties involved. From the responses depicted in Table 4.5 above, it would seem that  is this is the dominant strategy used to rmanage conflict at RVIST. Kipyego (2013) works also noted in this study states that this is a common strategy for learning institution to call for stakeholder meetings and consultation to discuss and resolve major conflicts. However, this strategy is rarely applied on small conflict because it consumes a lot of time and resources. It also could be that some of the respondents selected this approach in order to paint a positive picture about their organisation.

Avoidance also emerged as a key strategy at the institution as it was slected by 63 respondents representing 31.2% of the responses. As earlier noted in this study this is not a strategy that an organisation as it ignores the  , this conflict concerns of the parties involved Rahim (2012). However, it can be appropriate in certain situation such as when the issue is not important or has the potential of escalating to violence. The use of avoidance strategy has been documented in other organization in Kenya. Participants also responded to this question where they had the opportunity to give their own opinion. Many themes were brought out in their responses as shown in Figure 4.4 below.  
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Figure 4.4: Respondents Views on Approaches used to Manage Conflicts

Source: Field Data (2018)

As shown in Figure 4.4 above, the dominant theme on how conflicts are managed was dialogue. This means that RVIST used open communication to engage their employees in addressing issues that results in conflict. The theme of formal procedures was also supported during the interviews with the managers for instance by one of the managers who shared this views: 

“The institution has rules and regulations for managing conflicts among employees. We have a complainant department where employees can report any issue that troubles them. We also have a counselling department that helps staff to deal with issues.” (Interview, IM2, 2018)
This received support from another manager who narrated that:

“When employees are not able to resolve contentious issues on their own, the human resource department comes in. The HR department has a competent team that helps resolve conflict between employees.” (Interview, IM3, 2018)
4.3.4 Employees Involvement in Conflict Management

The respondents were asked whether they are involved in solving conflicts using a close-ended question where they were provided with two choices (yes or no).  As Figure 4.5 illustrates, 91 respondents representing 68% of the sample reported that they are usually involved in the management of conflict.The intensity of organisational conflicts reduces when employees are able to address the bulk of conflicts that they encounter on a day-to-day basis without formal third-party interventions.
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Figure 4.5: Whether Respondent is involved in Conflict Management

Source: Field Data (2018)

From Figure 4.5 above, it is evident that RVIST involves employees in conflict resolution. However, it is probable that the practice is not being implemented consistently throughout the organisation as evidenced by the 32% of employees who reported not being involved in conflict management. In relation to this issue, respondents were asked regarding the style of managing conflict adopted by the organisation. This was also a close-ended question where participants were provided with two options (top-down and bottom up). Figure 4.6 presents the respondents’ views:
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Figure 4.6: Respondent views on Approach of Managing Conflict

Source: Field Data (2018)

Of the 134 respondents, 115 representing 86% of the sample reported that the organisation uses the bottom-up approach of managing conflict. The bottom-up style of managing conflict engages employees at all levels of the organisation in managing conflicts.All employees become part of the conflict management process. According to the works of  Boyd (2007) discussed earlier in this study, the bottom-up approach of managing conflict is more effective and guarantees long-term impacts as it focuses on transforming the root-causes of conflicts such as employees prejudices and differences in opinion and interest.

4.4 Employee Productivity at RVIST

This section examines employee productivity at RVIST, which is the dependent variable of the study. Various indicators were used to measure productivity including meeting targets, absenteeism, innovation, and employee motivation. 

4.4.1 Absenteeism Rate among RVIST Employees 

Another indicator that was used to measure employees productivity is the absenteeism rate. Employees who fail to report to work on frequent basis are bound to have low level of production than their counterpart with low absenteeism rate. To evaluate this issue, respondents were asked to indicate the number of days that they had been absent from work in the past year. It was a close-ended question where employees were presented with various options. Results are presented in Table 4.6:
Table 4.6: Number of Days Respondents were absent from Work in Past Year

	Number of Times Absent
	Frequency
	Percent

	None
	18
	13.4

	Less than 5
	74
	55.2

	6-10
	26
	19.4

	11-15
	9
	6.7

	More than 15
	7
	5.2

	Total
	134
	100.0


Source: Field Data (2018)

From Table 4.6 above, only 18 respondents representing 13.4% of the sample reported not to have missed a single day of work. The remaining 86.6% of the sampled staff had missed at least one day of work. Fortunately, the majority of the respondents (74, 55.2%) reported missing less than 5 days of work. About 26 respondents representing 19.4% of the sample reported missing between 6 and 10 days of work. High rates of absenteeism have been documented in public primary and secondary schools. In addition,  respondents were asked to indicate the number of times they have applied for sick leave in the past one year. Results are presented in Table 4.7:
Table 4.7: Number of Times Respondents Applied for Leave in Past Year

	Number of Times Absent
	Frequency
	Percent

	None
	39
	29.1

	Once
	46
	34.3

	Twice
	31
	23.1

	Thrice
	5
	3.7

	More than four times
	13
	9.7

	Total
	134
	100.0


Source: Field Data (2018)

From Table 4.7 above, most of employees applied for sick leave at least once. This means that they were present at work thus performed their assigned duties hence productive. However, there is still a significant portion of the employees (22.6%) who applied for leave at least twice in the past year with 9.7% reporting to have applied more than four times. High frequency of leave application denotes low productivity as employees spend a lot of the productive hours away from work. 
4.4.2 Extent to which Employees at RVIST meet Targets

Meeting performance target is one of the common indicators for evaluating employees’ productivity. The study sought to examine this issue. First, respondents were asked whether employees at RVIST are given targets that they should achieve. The question was close-ended where employees were given two choices (yes or no). All the 134 respondents affirmed that employees have targets. This finding is not surprising given that use of target has become a prominent feature in most government institutions since the introduction of the concept of performance contracts in the Kenyan public sector (Mauya, 2015).

The respondents were then asked to rate the extent to which they find it easy to do their work and achieve their performance targets. This was a Likert type question where respondents were required to rate the level of agreement with the statement that they find it easy to work and achieve target on a five point scale (1=strongly disagree, and 5= disagree). 
Table 4.8: Respondents views on Meeting Target

	Level of Agreement
	Frequency
	Percent

	Strongly Disagree
	14
	10.4

	Disagree
	3
	2.2

	Neither Agree nor Disagree
	19
	14.2

	Agree
	77
	57.5

	Strongly Agree
	21
	15.7

	Total
	134
	100


Source: Field Data (2018)

From Table 4.8 above, majority of the participants (73.2%) either agreed or strongly agreed with the statement that they usually find it easy to do their work and achieve targets. This implies that there is high level of productivity at the institution when measured in terms of employees’ ability to meet targets. However, this might not be necessarily mean that the respondents are productive  since they might have agreed that they find it easy to work and achieve their targets to paint themselves good
4.4.3 Innovation among RVIST Employees 

Another indicator that was used to measure productivity was innovation. Innovative employees are more productive than those with low levels of innovativeness. To assess this variable, respondents were asked to indicate the number of times they have suggested new ideas andmethodsto grow their department in the past year. 

Table 4.9: Number of Times Respondents have Suggested New Ideas and Methods

	Number of Times Absent
	Frequency
	Percent

	Never
	55
	41.0

	Once or Twice
	56
	41.8

	Three to Five Times
	18
	13.4

	Six to Ten Times
	4
	3.0

	More than ten times
	1
	0.7

	Total
	134
	100.0


Source: Field Data (2018)

As Table 4.9 shows, 55 respondents representing 41% of the sample indicated that they never suggested any new idea to their department in the past year. About 56 respondents representing 41.8% of the sample indicated that they had suggested new ideas once or twice in the past year. This implies that over 80% of the respondents either did not suggest any new idea or suggested only one or twice. This finding indicates low levels of innovativeness among RVIST employees. To interrogate this issue further, those who indicated to have suggested new ideas were asked to share some of these ideas in an open ended question. One of the ideas that were frequently mentioned entailed improving the course content by adding new materials. Other respondents mentioned that they had suggested new instructional methods such as problem-based learning and use of video instructions. One of the respondent said that he had introduced a new system for filing marks while another said that she suggested the idea of improving communication with the department through the use of the Whatsapp technology. It is evident that most of these ideas related to teaching suggesting that most of the respondents who said they had suggested new ideas were from the teaching staff. 

The respondent innovativeness was also assessed by examining risk-taking using the Likert scale. The respondents were asked to indicate their level of agreement with statement: I like taking risk at work and going out of routine procedures on a five point scale (1=strongly disagree and 5= strongly agree). Findings are presented in Table 4.10:
Table 4.10: Respondents Risk-Taking Habit

	Level of Agreement
	Frequency
	Percent

	Strongly Disagree
	14
	10.4

	Disagree
	3
	2.2

	Neither Agree nor Disagree
	19
	14.2

	Agree
	77
	57.5

	Strongly Agree
	21
	15.7

	Total
	134
	100


Source: Field Data (2018)

From the Table, 73.2% either agreed or strongly agreed with the statement that they like taking risk at work and going outside routine procedure. Therefore, a high proportion of the sample indicating that they like taking risk contradicts earlier findings that indicated lower level of innovativeness within the organisation. 

4.4.4 Level of Employees’ Motivation at RVIST

The final indicator that was used to measure productivity was the employees’ level of motivation. To measure motivation, respondents were asked to indicate their level of agreement with the statement  and one of them shared the following: “I enjoy my job and would recommend any vacancy that arises within the organization to my friends” on a five point scale (1=strong disagree and 5= strongly agree). Responses are presented in Table 4.11: 
Table 4.11: Extent to which Respondents Enjoy their Jobs

	Level of Agreement
	Frequency
	Percent

	Strongly Disagree
	8
	6.0

	Disagree
	9
	6.7

	Neither Agree nor Disagree
	17
	12.7

	Agree
	61
	45.5

	Strongly Agree
	39
	29.1

	Total
	134
	100


Source: Field Data (2018)

From Table 4.11 above, 74.6% either agreed or strongly agreed with the statements that they enjoy their jobs and would recommend any vacancy that arises to a friend. This is an indication that most of the employees at the organisation are satisfied with their jobs; hence, are highly motivated to perform. It is not surprising that some respondents did not agree with the statement. Since needs and expectations vary from one staff to another, there are bound to be people with different satisfaction level within the organisation.

Next, respondents were asked to indicate their level of agreement with the statement “I feel happy with the accomplishments I have made in my current job” on a five point scale (1=strongly disagree and 5= strongly agree). Responses are presented in Table 4.12:

Table 4.12: Respondents Feeling of Accomplishment

	Level of Agreement
	Frequency
	Percent

	Strongly Disagree
	0
	0.0

	Disagree
	3
	2.2

	Neither Agree nor Disagree
	10
	7.5

	Agree
	75
	56.1

	Strongly Agree
	46
	34.3

	Total
	134
	100


Source: Field Data (2018)

As shown in the Table, 90.4% of the respondents either agreed or strongly agreed with the statement. This finding also indicate that most of the employees at the institution are highly satisfied with their job hence have high motivation to work. Similarly, the respondents were asked to indicate their level of agreement with the statement “In my current job, I get the opportunity to make optimal use of my skills and abilities” on a five point scale (1=strong disagree and 5= strongly agree). 
Table 4.13: Respondents views on whether they get Opportunity to Exercise skills and Abilities

	Level of Agreement
	Frequency
	Percent

	Strongly Disagree
	10
	7.5

	Disagree
	11
	8.2

	Neither Agree nor Disagree
	13
	9.7

	Agree
	55
	41.0

	Strongly Agree
	45
	33.6

	Total
	134
	100


Source: Field Data (2018)

From the Table 13 above, 74.6% of the respondents either agreed or strongly agreed with the statement. This finding also indicated that the majority of the employees at the institutions were satisfied with their work hence were highly motivated to perform their work. 

4.4.5 How Conflict Affects Productivity

The study sought respondents’ view on how conflicts within the organisation affect employees’ productivity. This was an open-ended question that allowed respondents to express their views freely. As illustrated in Figure 4.7, 51 respondents representing 38.1% of the sample expressed that conflicts affect productivity by reducing employees’ morale. About 44 respondents representing 32.8% of the sample alleged that conflicts affect productivity by disrupting relationships between employees. The findings is consistent with Ayoma (2015) cited in Chapter two citing the contribution of interpersonal conflict in disruption of the  working relationships between secondary school teachers. This results in  limited cooperation and teamwork and thus compromises on productivity. As result productivity was negatively affected.
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Figure 4.7: Respondents views on how Conflict Affect Productivity

Source: Field Data (2018)
Thirty one respondents representing 23.1% of the sample mentioned that conflict affects productivity by causing stress. The issue of stress was also captured during the interview especially by one manager who shared that 
“Conflicts tend to create conditions that are not favorable to employees. This can create anxiety and stress among the employees.” (Interview, IM4, 2018)
Ninety respondents asserted that conflicts affect productivity by reducing cohesion between staff while 11 respondents stated that conflicts cause loss of interest among staff. Most of the employees associated conflicts with negative effects on productivity. 
However, other employees associated conflicts with positive effects on productivity. This was captured during the interview by one manager who shared that
“Conflicts can have negative or positive effect in any organization. It all dependents on how these conflicts are managed.”(Interview,IM3,2018)
The issue of positive effect of conflict on productivity was also captured during the interview with one manager who shared that
“The effect on productivity depends on the type of conflict. Conflicts that occur due to differences in ideas can result in positive change, improvements in processes, and greater innovation. But if the conflict is about negative aspects such as tribalism, malice, and personality issues, it creates problems to the organization.”(Interview, IM4,2018)
4.5 Influence of Conflict Management Strategies on Productivity

The aim of the study was to examine the influence of conflict management strategies on productivity. The previous sections have explored these two variables (conflict management and productivity) separately. This section sought to establish the association between the two variables. 

4.5.1 Influence of Collaborating Strategy on Employee Productivity

The first objective of the study was to examine the effect of collaborating strategy on employee productivity. The aim was to establish the extent to which the sampled employee utilises the collaborating strategy to resolve conflicts and compare it with his or her productivity level. The use of collaborative strategy was measured using a Likert scale comprising of three statements rated on a five point scale (1=strongly disagree to 5= strongly agree). The respondent rating on each of three statements was summed up to obtain an aggregate score for this parameter. The lowest possible score was 3, which would be obtained if the respondent ticked on strongly disagree option for the three statements (1x3). The highest possible score was 15, which would be obtained if the respondents ticked in strongly agree option on all the three statements (5x3). Table 4.14 presents key statistics regarding respondents’ scores on this variable:
Table 4.14: Statistics on Respondents Collaborating Scores

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Collaborating Score
	134
	3.00
	15.00
	10.7388
	2.90431


Source: Field Data (2018)

As Table 4.14 above  illustrates, the mean score for this variable was 10.7388 out of a possible score of 15. This suggests that the collaborating strategy is widely utilised by the respondents. The minimum score was 3 suggesting that there were individual within the sample who made little use of this strategy. There were also individuals who recorded the maximum possible score of 15. To establish the relationship between collaborating strategy and productivity, these scores were compared to productivity scores using the Pearson Product-Moment Correlation. Productivity scores were obtained in same way as the collaborating scores. Respondents rating on each statement in the productivity likert scale were summed up to obtain an aggregate productivity score. Since the Likert scale for productivity contained 6 statements, the lowest possible score was 6 while the highest possible score was 30. Table 4.15 presents the Pearson Correlation results for the relationship between the two variables (collaborating strategy and productivity). 

Table 4.15: Correlation Results between Collaborating Strategy and Productivity

	
	Productivity Score

	Collaborating Score
	Pearson Correlation
	.310**

	
	P-value 
	.000

	
	N
	134


Source: Field Data (2018)

The Pearson Correlation Coefficient usually ranges from -1 to +1. The Coefficient for the relationship between collaborating strategy and employee productivity noted in Table 4.15 above is 0.31. Since the value is positive, it indicates that there is a positive association between collaborating strategy and employee productivity. This implies that when the use of collaborating strategy increases the level of employee productivity will also increase. The p-value for this relationship is 0.000. Since this value is less than 0.05, it implies that there is a statistically significant association between collaborating strategy and employee productivity at the 0.05 level of significance. 
To further interrogate this issue, respondents were asked whether working together to solve conflicts help them to manage most problems in a close-ended, yes/ no question. Out of the 134 respondents, 127 representing 94.8% of the sample affirmed that collaborating during conflict resolution help solve problems within the organisation. In an open-ended question, respondents were asked to highlight how they collaborate during conflict resolution. Three major themes emerged from their responses and the dominant theme on this subject was open discussion, which refers to informal dialogue held by the employees with aim of resolving conflict amongst themselves. About 47 employees refer to this approach with some using other vocabularies such as communication, listening to each other, mutual agreement, and talking. Another theme that was highlighted referred to the use of formal departmental meetings to resolve conflicts that occur between employees. About 36 respondents mentioned that they often use department forum to iron out differences and problems. The third major theme entailed the use of mediation, whereby a third party was brought in to help resolve the issue between the conflicting parties. 


4.5.2 Influence of Competing Strategy on Employee Productivity

The second objective of the study was to assess the effect of competing strategy on employee productivity. The aim was to establish the extent to which the sampled employee utilised this strategy to resolve conflicts and how it influences their productivity. The use of competing strategy was also measured using a Likert scale comprising of three statements rated on a five point scale (1=strongly disagree to 5= strongly agree). The respondent rating on each of three statements was summed up to obtain an aggregate score for this parameter. Table 4.16 below presents key statistics regarding respondents’ scores on this variable:

Table 4.16: Statistics on Respondents Competing Scores

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Competing Score
	134
	3.00
	15.00
	10.0597
	2.33882


Source: Field Data (2018)

The mean score for this strategy was 10.0597 out of a highest possible score of 15. This implies that the competing strategy was also utilised by a large number of employees. The minimum score on this strategy was 3 while the highest score was 15. Respondents scores on this strategy were compared to their productivity score also using the Pearson Product Moment Correlation. Table 4.17 presents the findings: 
Table 4.17: Correlation Results between Competing Strategy and Employee Productivity

	
	Productivity Score

	Competing Score
	Pearson Correlation
	-.319**

	
	P-value 
	.000

	
	N
	134


Source: Field Data (2018)

The Pearson Correlation coefficient for the relationship between competing strategy and employee productivity as shown above was -0.319. The value is negative suggesting the existence of a negative association between competing strategy and employee productivity. This implies that when the use of competing strategy increases the level of productivity is likely to decline. The p-value for this relationship is 0.000. Since this value is less than 0.05, it indicates that there is a statistically significant association between competing strategy and employee productivity in this institution at the 0.05 level of significance. 

To further interrogate the use of this strategy at the organization of study, respondents were asked whether they often push for the adoption of their views during conflict situations. Out of the 134 respondents, 71 representing 53% of the sample affirmed that they usually push for the adoption of their own views during conflict management. This implies that over half of the employees utilise the competing strategy when resolving conflict. This view was also supported in some of the responses to the open-ended questions as noted by one of the teachers coded QT23 who stated: 
“I usually argue out my points and support them with facts”and also one who shared: “I try to make others see reason and understand the issues that I am trying to put across.” (Interview, QT51, 2018)
The use of persuasion through presentation of facts in competing strategy is also documented in Myers-Briggs research - highlighted earlier in this study - where it was noted that individuals who like to be competitive often address problems through facts and data and ignore the subjective impacts of their decisions (Fadipe, 2010). 

4.5.3 Influence of Compromising Strategy on Employee Productivity

The third objective of the study was to establish the effect of compromising strategy on employee productivity. The aim was to establish the extent to which employees at RVIST utilise this strategy to resolve conflicts and how it influences their productivity. The use of compromising strategy was also measured using a Likert scale comprising of three statements rated on a five point scale (1=strongly disagree to 5= strongly agree). The respondent rating on each of the three statements was summed up to obtain an aggregate score for this parameter. Table 4.18 presents key statistics on regarding respondents’ scores on this variable:
Table 4.18: Key Statistics on Respondents Compromising Score

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Compromising Score
	134
	4.00
	13.00
	9.8433
	2.13406


Source: Field Data (2018)

The mean score for compromising strategy as shown in Table 4.18 above was 9.8433 out of the highest possible score of 15. The mean score is lower than that of competing and collaborating strategy suggesting that fewer individuals were utilising this conflict management strategy. The minimum score on this variable was 4 suggesting that each employee engaged in an element of this strategy. The maximum score was 13 suggesting that no employee fully utilised the strategy. The link between this strategy and productivity was examined using Pearson Correlation as shown in Table 4.19:

Table 4.19: Correlation Results between Compromising Strategy and Employees Productivity

	
	Productivity Score

	Compromising Score
	Pearson Correlation
	.338**

	
	P-value 
	.000

	
	N
	134


Source: Field Data (2018)

As shown in Table 4.19 above, the Pearson Correlation coefficient for the relationship between compromising strategy and employees’ productivity is 0.338. Since the coefficient is positive, it indicates the existence of a positive association between the use the compromising strategy and employees’ productivity level. It implies that when the use of compromising strategy increases, the productivity level is also likely to increase. The p-value for this relationship is less than 0.05, indicating that there is a statistically significant association between compromising strategy and employee productivity at the 0.05 level of significance. 
To further interrogate the use of the compromising strategy, respondents were asked whether they often allow their colleagues to have their ways in conflict situations. Of the 134 respondents, 106 representing 79.1% of the sample affirmed that they often allow their colleagues to have their way during disagreement. In an open-ended question, those who affirmed using the compromising strategy were asked to share the approaches that they use to ensure that their colleagues’ point of view prevails. One of themes that emerged from the respondents was listening. As noted in these teaching staff sharing during the interview: : 
“I am always willing to listen to other peoples’ views and give them room to express themselves but there are too many issues in our organisations that some of us do not appreciate this way of doing things.” (Interview, QT13, 2018) 
Yet another respondent said: 
“I love to listen to other people’s opinion and suggestions as they could be useful in improving things at the organisation but not all the people in our organisation do this” (Interview, QT17, 2018)
This was equally supported by a significan number of teaching staff whosupported the need to  were listen, take in new suggestions and embrace the ideas proposed by others. This finding is consistent with Baumgardner (2012) earlier cited in this study who argued that being open-minded is one of the basic traits of people who utilise the compromising approach of resolving conflict. 

4.5.4 Influence of Avoidance Strategy on Employee Productivity

The fourth objective of the study was to analyse the effect of avoidance strategy on employee productivity. The aim was to establish the extent to which RVIST staffs utilise this strategy to resolve conflicts and how it influences their productivity. The use of avoidance strategy was also measured using a Likert scale comprising of three statements rated on a five point scale (1=strongly disagree to 5= strongly agree). The respondent rating on each of three statements was summed up to obtain an aggregate score for this parameter. Table 4.20 presents key statistics on regarding respondents’ scores on this variable:

Table 4.20: Key Statistics on Respondents Avoidance Scores

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Avoidance Score
	134
	6.00
	14.00
	9.7015
	2.03736


Source: Field Data (2018)

The mean score for avoidance strategy was 9.7015. The score is the lowest so far suggesting that this strategy is less dominant within the organization. This score contradicts earlier findings where employees picked avoidance as one of the widely utilized approach of managing conflicts within the organization. However, this score is more likely to reflect the actual situation at the institution than the earlier findings because the statements used to derive the scores were less obvious; hence, they helped to minimize bias. The minimum score was 6 out of a low possible score of 3 suggesting that no respondent was completely free of all aspects of the avoidance strategy. The maximum score was 14 out of the highest possible score of 15. The relationship between avoidance strategy and employees productivity was examined also using the Pearson Product Moment Correlation Coefficient. Results are presented in Table 4.21:
Table 4.21: Correlation Results between Avoidance Strategy and Employee Productivity

	
	Productivity Score

	Avoidance Score
	Pearson Correlation
	-.420**

	
	P-value 
	.000

	
	N
	134


Source: Field Data (2018)

The Pearson Correlation coefficient for the association between avoidance strategy and employee productivity is -0.420. Since the value is negative, it indicates that there is a negative association between the use of avoidance strategy and the level of employee productivity. It implies that when the use of the avoidance strategy increases, the employee productivity level is likely to decline. The p-value for this relationship is less than 0.05 suggesting that there is a statistically significant association between the use of avoidance strategy and employee productivity at the 0.05 level of significance. 

To further interrogate the use of the avoidance strategy and its effect on productivity, the respondents were asked whether keeping off from conflict affect employee productivity. This was a close-ended, yes/ no question. A total of 119 respondents representing 88.8% said yes. In an open-ended questions, the respondents were asked to briefly explain how keeping-off conflicts affect productivity. The most common theme that emerged was that keeping off conflicts negatively affects productivity as the problem often escalates and resurfaces later. Other said that avoiding conflicts build up emotions resulting in high stress-levels among employees. Stress in turn lowers productivity. Others were of the view that avoiding conflicts increases dissatisfaction that reduces employees’ motivation/ morale to work. This was supported during the interview especially by one of the teachers who shared that 
“Keeping of problems is not good. It only piles up issues that may erupt later.”(Interview,QT44,2018)
4.5.5 Influence of Accommodating Strategy on Employee Productivity

The final objective of the study was to examine the effect of accommodating strategy on employee productivity. The aim was to establish the extent to which this strategy is utilize by RVIST staff when it comes to conflict resolution and how its use influences the employees’ productivity. The use of accommodating strategy was also measured using a Likert scale comprising of three statements rated on a five point scale (1=strongly disagree to 5= strongly agree). The respondent rating on each of three statements was summed up to obtain an aggregate score for this parameter. Table 4.22 presents key statistics on regarding respondents’ scores on this variable:
Table 4.22: Key Statistics for Respondents’ Accommodating Scores

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Accommodating Score
	134
	6.00
	14.00
	9.9552
	2.01074


Source: Field Data (2018)

The average score for accommodating strategy was 9.9552. This is higher than the mean scores for avoidance and compromising strategies but lower than those of competing and collaborating strategy. The minimum score was 6 suggesting that all employees use some elements of this strategy. The maximum score was 14 out of the 15 highest possible score. The relationship between this variable and employees productivity was examined using the Pearson Correlation. Table 4.23 presents the findings:
Table 4.23: Correlation Results between Accommodating Strategy and Employee Productivity

	
	Productivity Score

	Accommodating Score
	Pearson Correlation
	.274**

	
	P-value 
	.001

	
	N
	134


Source: Field Data (2018)

The Pearson Correlation coefficient for the relationship between accommodating strategy and employee productivity is 0.274. Since this coefficient is positive, it indicates that there is a positive association between accommodating strategy and employee productivity. This implies that if the use of accommodating strategy increases, the level of employee productivity is also likely to increase. The p-value for this relationship is less than 0.05 indicating that there is a statistically significant association between the use of accommodating strategy and employees’ productivity level at the 0.05 level of significance. 
Of this five conflict management strategies, the accommodating strategy has yielded the lowest correlation coefficient suggesting that it has the least influence on employees’ productivity level. To further interrogate the use of accommodating strategy, respondents were asked whether they think forgoing own interest for the sake of other employees’ interest brings about cooperation. This was a close-ended, yes/ no question. Of the 134 respondents, 90 representing 67.2% of the sample agreed that foregoing own interest brings cooperation. In a similar note, respondents were asked whether submission reduces conflict within the organization. A total of 109 respondents representing 81.3% of the sample said yes. The responses to the two questions indicate that over 67% of the institution’s employees are inclined to use the accommodating strategy of resolving conflict. In an open-ended question, the respondents were asked to explain submission influences conflict managements. The most dominant theme was that submission reduces confrontation and creates harmony. The issue of submission was supported in some responses to the open-ended questions by one of the teachers who stated that 
“Submission eliminates unnecessary arguments, which creates harmony with the organization.” (QT21, 2018) 
Yet another staff pointed out that: 
“Submission creates room for others to express their opinion and feel that their contribution is appreciated.”(QT38, 2018)
A few respondents however associated submissiveness and foregoing of own interest with negative outcomes such as building fear among employees, development of internal discontentment, postponement of problems, and suppression of positive input.This was also captured in an open-ended question by one teacher who stated that
“Ignoring your own concerns will only leave you feeling unhappy. It is better to have your position known and arrive at consensus on issues.”(QT46, 2018)
CHAPTER FIVE 
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.0 Introduction

The aim of this study was to examine the influence of conflict management strategies on the employee productivity at the Rift Valley Institute of Science and Technology (RVIST). This chapter presents a summary of the findings, conclusions, and recommendations. 
5.1 Summary of Findings

The study examined the effect of five conflict management strategies on employee productivity: Collaborating, Competing, Compromising, Avoidance, and Accommodating. The results established that the most prevalent types of conflicts in the Rift Valley Institute of Science and Technology (RVIST) organisation are interpersonal and intergroup.  Additionally, communication, differences in interest, resources, and organisational politics were identified as the most common causes of conflicts. 
Interestingly, the findings revealed that employees at institutions utilise the Collaborating strategy in managing conflicts with this strategy recording a mean score 10.74. This was enhanced mostly through activities such as open/informal discussions, departmental meetings, and mediation. The Pearson Correlation test revealed that the Collaborating strategy had a statistically significant positive association with employees’ productivity (r = 0.310, p= .000). This implies that when this strategy is widely utilised, employees’ productivity increases. 
Competing strategy, which was equally widely utilised in this organisation had a mean score of 10.06. 53% of the respondents indicated that that they usually push for the adoption of their own views during conflicts by presenting facts and arguing out their points. The Pearson Correlation test showed that there is a statistically significant negative association between competing strategy and employees’ productivity (r = -0.319, p= .000). This implies that when this strategy is widely utilised, employees’ productivity decreases. 

Additionally, the Compromising strategy had a mean score of 9.84 suggesting that it is not as widely utilised as the Collaborating and Competing strategies. Those who affirmed having utilised this strategy shared that they benefit from listening  to the colleagues’ views and embracing their ideas. The Pearson Correlation test showed that there is statistically significant positive association between Compromising strategy and employees’ productivity (r = 0.338, p= .000). This implies that when this strategy is widely utilised, employees’ productivity increases. 

In reference to the Avoidance strategy, the mean score was 9.70 suggesting that it was the least utilised strategy. The Pearson Correlation test showed that there was a statistically significant negative association between competing strategy and employees’ productivity (r= -0.420, p= .000). This implies that when this strategy is widely utilised, employees’ productivity decreases. Moreover, majority of the respondents were of the view that Competing strategy affects productivity by escalating conflict, building up emotions resulting in high stress levels, and causing dissatisfaction.
Interestingly, the Accommodating strategy had a mean score of 9.96 which is higher than that of Avoidance and Compromising strategies but lower than those of Competing and Collaborating strategies. The Pearson Correlation test showed that there was a statistically significant positive association between Accommodating strategy and employees’ productivity (r = 0.274, p= .001). This implies that when this strategy is widely utilised, employees’ productivity increases.  
5.2 Conclusions

The study concluded that the Collaborating strategy, Accomodating strategy and Compromising strategy of managing conflicts have a statistically significant and positive influence on the productivity of employees at the Rift Valley Institute of Science and Technology (RVIST). Hence, promoting these approaches of managing conflict will improve employees’ productivity at the institution.

The study therefore concluded that when employees are engaged in open communication, have frequent meetings, are willing to listen to other employees ideas, accepting other peoples’ views at the expense of their views, agreeing on middle ground of conflict management then this will lead not only to their own personal productivity but that of the organisation as well. This is key to this institution and other similar institutions as these activities can  be adopted  to address conflicts which are a functional aspect of development.
On the other hand, the study also concluded that the Competing strategy and Avoidance strategy of managing conflicts had a statistically significant and negative influence on the productivity of workers at the Rift Valley Institute of Science and Technology (RVIST). This indicates that promoting this approach of managing conflicts will reduce employees’ productivity. In addition, when individuals compete for individual ideas to be accepted without concern for others’ interest and also do not pay much attention on important issues that need to be addressed, such factors could enhance dysfunctional conflicts. On the contrary, if the root causes of problems that are related to communication, difference in interest, scarce resources and organisational politics are addressed, employees productivity will increase at the Rift Valley Institute of Science and Technology (RVIST).
5.3 Recommendations

After establishing that interpersonal and intergroup conflicts are the most common types of conflict experienced at the Rift Valley Institute of Science and Technology (RVIST) the Management should prioritise the management of these conflicts in order to improve employees’ productivity. 

Since the study has also found out that communication, conflict of interest, resources, and organisational politics are the main cause of conflict at the institution, then this needs to be addressed. More importantly,  most conflicts would be effectively managed if the institution’s leadership focused on addressing these identified four issues.
The Management should also promote the utilisation of Collaborating, Compromising, and Accommodating strategies, and discourage the use of Competing and Compromising strategies. The rationale is that Collaborating, Compromising, and Accommodating strategies have a positive influence on employees’ productivity while Competing and Avoiding strategies have a negative influence. 

Additionally, based on correlation coefficients, Avoidance strategy has the greatest influence on employees’ productivity followed by the Compromising strategy. The study therefore recommends that to significantly improve employees’ productivity at the Rift Valley Institute of Science and Technology (RVIST), the organisation should prioritise the use of Compromising strategy and reduce the use of Avoidance strategy.
5.4 Recommendations for Future Studies

Future studies should consider replicating this research in other institutions of higher learning in order to support the generalisation of these findings. The reason is that the current study was limited to the Rift Valley Institute of Science and Technology (RVIST).  
Similarly, future studies should delve into how utlisation of the Avoidance strategy, to address conflicts in the organisation can be reduced as the results indicated it negatively affects employees’ productivity.  
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APPENDICES
Appendix 1: Letter of Introduction

To whom it may concern

Dear Sir/Madam,

Re: INTRODUCTION LETTER

I am a student at St. Paul’s University undertaking a Master’s degree in Development Studies. I am conducting a research study as part of the requirements of the course. The study seeks to understand the influence of conflict management strategies on employee productivity at the Rift Valley Institute of Science and Technology.

I am kindly requesting that you assist me in this study by responding to this questionnaire. Please note that the information that you provide shall be treated as confidential and used only for academic purposes. Also I will ensure anonymity so that you and the responses you give will not be identified at all. Please note that you are free to leave this study without any consequences on your part.

Thank for accepting to take part in this study. Your cooperation and honest participation is highly appreciated.

Yours Sincerely,

Mary Karemeri.

Appendix 2: Questionnaire for Employees 
Dear respondent, 

This questionnaire seeks to collect data on the influence of conflict management strategies on employee productivity. Your honest response on the questionnaire will be highly appreciated. All responses provided will be treated with confidentiality and will only be used for the purpose of this study. SECTION A: BACKGROUND INFORMATION

1. Gender of the respondent. (Please tick one)

· Male


· Female


2. What is your age in years? …………………………………………..

3. What is your highest academic level that you have completed? (Please tick one)

· No Formal education



· Primary education






· Secondary education



· Vocational Schooling



· University degree




Other Specify--------------------------------------------------------------------------------

4. How long have you worked for the organization? -------------------------------------

5. What is your employment designation?

· Teaching

· Non-teaching

SECTION B: CONFLICT MANAGEMENT STRATEGIES
1. In your opinion what are the causes of conflict in your organization?

……………………………………………………………………………………
2. In your opinion what conflicts do you experience in your organization? 

· Intrapersonal

· Interpersonal

· Intragroup/ within department

· Intergroup/ between department

· Others (Please specify)……………………………………..

3. Are there mechanisms that are put in place to manage conflicts in your organization?

· Yes

· No

4. How does your organization deal with conflicts? Please choose those that apply.

· Collaborate - participation to come to a mutual agreement, 

· Compromise - sacrifice own interests for others

· Compete - go after own interests at the expense of other employees’ interests

· Avoid - ignore conflicts 

· Accommodate-ignore own goals and give into others 

5. In your opinion how are conflicts managed in your organization?

…………………………………………………………………………………….
6. Are you engaged in solving conflicts that occur in your organization?

· Yes

· No

If yes, please share some of the conflict approaches that you use to deal with these conflicts.

………………………………………………………………………………………….

7. When employees are engaged in solving conflicts, are the problems solved?

· Yes

· No

If yes, please share some of the approaches that are adopted to solve these conflicts.

…………………………………………………………………………………………..

8. Do you push for the adoption of your own views during conflict management?

· Yes

· No

Please share how you do this.

………………………………………………………………………………………………………………………………………………………………………………….
9. Does controlled decision making by the organization affect the productivity of employees?

· Yes

· No

Please share how the employee productivity is adopted.

……………………………………………………………………………………………………………………………………………………………………………………
10. Do you allow other employees to have their way during conflict management?

· Yes

· No

Please share some of the approaches you take to ensure the employees are involved in conflict management of conflicts.

……………………………………………………………………………………………………………………………………………………………………………………
11. What style of management has the organization embraced?

· Bottom-up

· Top-down

12. Are employees ideas embraced in planning the activities of the organization?

· Yes

· No

Please share how the employees participate in planning the activities of the organization……………………………………………………………………………………..

13. Do you think forgoing one’s own interest for the sake of other employees interest brings about cooperation? 

· Yes

· No

14. Does submission reduce conflicts in organizations?

· Yes

· No

Please explain ………………………………………………………………..

15. Does accepting other people’s view for the sake of peace bring about cooperation?

· Yes

· No

Please explain ……………………………………………………………………………….

16. Does keeping off from conflict affect employee productivity?

· Yes

· No

Please explain………………………………………………………………………………….

17. Do employees have targets that they should achieve?

· Yes

· No

18. Do conflicts in organizations affect creativity of employees?

· Yes

· No

Please share on how conflicts in organizations affect creativity of employees.

…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….
SECTION C: The following are statements that relate to conflict management strategies. Kindly indicate your opinion by ticking against the column that describes your level of agreeableness for each statement whereby 1= Strongly Disagree (SD), 2= Disagree (D), 3= Neither Agree nor Disagree (N), 4= Agree (A); 5= Strongly Agree (SA). 

	Statements
	SD 1
	D 2
	N  3
	A  4
	SA 5

	Collaborating Strategy
	
	
	
	
	

	I explore issues with others to find solutions that meet everyone’s needs.
	
	
	
	
	

	When there is a disagreement, I gather as much information as I can to keep the lines of communication open.
	
	
	
	
	

	I try to see conflicts from both sides. What do I need? What does the other person need? What are the issues involved?
	
	
	
	
	

	Competing Strategy
	
	
	
	
	

	I generally argue my case and insist on the merits of my point of view.
	
	
	
	
	

	I find conflicts challenging and exhilarating. I enjoy the battle of wits that usually follows.    
	
	
	
	
	

	I try to meet the expectations of others.
	
	
	
	
	

	Avoiding Strategy
	
	
	
	
	

	I try to accommodate the wishes of my friends 
	
	
	
	
	

	I may not get what I want, but it is a small price to pay for keeping the peace.
	
	
	
	
	

	I can figure out what needs to be done and I am usually right.
	
	
	
	
	

	Accommodating Strategy
	
	
	
	
	

	When I find myself in an argument, I usually say very little and try to leave as soon as possible.
	
	
	
	
	

	Being at odds with other people makes me feel uncomfortable and anxious.
	
	
	
	
	

	I try to negotiate and adopt a “give-and-take” approach to problem situations.
	
	
	
	
	

	Compromising Strategy
	
	
	
	
	

	I prefer to compromise when solving problems and just move on.
	
	
	
	
	

	To break deadlocks, I would meet people halfway.
	
	
	
	
	

	I avoid hard feelings by keeping my disagreements with others to myself
	
	
	
	
	


SECTION D: EMPLOYEE PRODUCTIVITY

23. How many days have you been absent from duty in the last one year?

1. Less than 5 



[  ]

2. 6 – 10



[  ]

3. 11- 15



[  ]

4. More than 15 


[  ]

5. None 



[  ]

24. How many times have you applied for sick leave in the last one year?

1. Once 



[  ]


2. Twice 



[  ]

3. Thrice



[  ]

4. More than four times

[  ]

5. None 



[  ]

25. (a) How many time in the last year have you introduced or suggested to your department a new way of doing job-related tasks?

1. Never



[  ]

2. Once or twice


[  ]

3. Three to Five times


[  ]

4. Six to ten times


[  ]

5. More than ten times

[  ]

b). Please briefly share some of the new initiatives that you have introduced or suggested in the past year.

………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
26. The following are statements that relate to employee productivity. Kindly indicate your opinion by ticking against the column that describes your level of agreeableness for each statement whereby 1= Strongly Disagree (SD), 2= Disagree (D), 3= Neither Agree nor Disagree (N), 4= Agree (A); 5= Strongly Agree (SA), you agree. 

	Statement
	SD
	D
	N
	A
	SA

	I have an easy time doing my work and achieving my performance targets
	
	
	
	
	

	I like taking risk at work and going out of routine procedures
	
	
	
	
	

	I enjoy my job and would recommend any vacancy that arises within the organization to my friends 
	
	
	
	
	

	I am always willing to step in for co-workers when needed
	
	
	
	
	

	I feel happy with the accomplishments that I have made in my current job.
	
	
	
	
	

	In my current job, I get the opportunity to make optimal use of my skills and abilities.
	
	
	
	
	


Thank you for your participation
Appendix 3: Interview Guide for Managers

1. Are there conflicts in your organisation?

2. What is your opinion about conflicts in any organization?
3. Is conflict valued in your organization?
4. What are the consequences of conflict in any organization?
5. In your opinion does conflict bring about an opportunity for change? 
6. What type of conflict prevails in any institution? 

· Employees  

· Management and employees 

· Management 

· Interpersonal

·  Intrapersonal 

· Intergroup

·  Intragroup

·  all of the above

7. Are there procedures that are available for conflict management at the Rift Valley Institute of Science and Technology? Please mention some of them. …………………………………………………………………………………………..

8. Which people are responsible for managing conflicts in the organization? 

· The Principal

· The Board of trustees

· Human resource manager
9. How does your organization deal with conflicts? 

· Collaborate - participation to come to a mutual agreement, 

· Compromise - sacrifice own interests for others

· Compete - go after own interests at the expense of other employees’ interests

· Avoid - ignore conflicts 

· Accommodate - ignore own goals and give into others 

10. Which of the conflict strategies do you consider effective for handling conflicts in your organization?
11.  In your opinion do effective conflict management strategies enhance employee productivity?
12. Please share any other effective ways that you consider important in enhancing employee productivity.
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