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Abstract: Frequent organizational conflict resulting from continuous, agitation by workers for improved working conditions 

such as increment in salaries, gratuity, pension benefits, allowances and other interests have led to a down toll which 

eventually affects organizations performance and has taken a comparative nosedive sequence which is a confirmation that 

organizational performance is enhanced through effective conflict management. The study investigated the influence of salary 

administration and conflict management on organizational performance among university college hospital staff. The theories of 

Goal Setting, Capital and Abraham Maslow's provided the framework for this research. A cross sectional survey with an ex-

post facto design was utilized in gathering data from University College Hospital (UCH) through purposive sampling 

technique. A total of two hundred two four (224) employees of UCH were sampled and data gathered was analyzed using t-test 

for independent sample and multiple regression analysis. Findings revealed that conflict management had a significant 

influence on organizational performance among employees in UCH [t (222) = 2.98; P<.01]. Also, salary administration had a 

significant influence on organizational performance among employees in UCH [t (222) = 4.32; P<.01]. In addition, when 

combined, conflict management and salary administration jointly influence organizational performance [R = .32; R2 = .10; F 

(2, 221) = 11.92; P<.01]. The study concluded that conflict management and salary administration were significant 

determinants of organizational performance. It was therefore recommended that UCH management should endeavour to 

encourage utilization of integrating employees to work together and learn to tolerate each other. 
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1. Introduction 

Over the last two decades, the study of organizational 

performance has drawn the attention of numerous 

organizational researchers. The growing interest is largely 

due to the advantages linked to organizational performance. 

Organisational performance refers to how well a firm is 

doing in terms of making profit, return on investment, and 

retention of employees as well as having a good reputation 

from their host community. It can also be perceived as the 

achievement of objectives that was set from the inception of 

a business year or quarterly depending on the type of 

activities embarked which explain that organizational 

performance consists of three basic fields of firms results: (a) 

financial performance (profits, return on assets, return on 

investment, etc.); (b) performance of the product market 

(sales, market share, etc.); and (c) return on shareholders 

(total shareholder return, economic value added, etc.) [9]. 

From the foregoing, it can be viewed that when firms are 

making progress especially meeting their goals or objectives; 

then they are perceived to be performing. This performance 

can be in the areas of product development, diversification, 

as well as penetration into other countries with or without the 

same business model. It was also argue that Organisational 

performance is very significance for any successful 
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organizations. Performance has resulted to firms profitability, 

increase in shareholder base as well as diversification into 

different areas of related businesses [15]. 

It was also argue that if an organization's workers are to 

fulfill their duties and make positive contributions to the 

achievement of organizational goals, they need to learn the 

necessary skills and expertise through Conflicts management 

and salary administration [18]. 

Conflict is an unavoidable aspect of a hospitality 

organizational life and there are a variety of distinctive 

features in the world of the hospitality industry that can lead 

to the creation of conflict situations. This include the triadic 

relationship between management, workers, and clients; the 

pace of activity, creating stress and strain for the participants' 

operatives. In certain cases, the degree of interdependence 

between departments is inevitably high if the client is to 

obtain a satisfactory service, thereby raising the tendency of 

conflict to occur [18]. Conflict is inevitable among workers 

in an organization. If it is properly handled, it can provide a 

catalyst for improvement and will have a beneficial effect on 

the organization's employee satisfaction and performance. 

Conversely, unmanaged conflict negatively impacts both 

employee satisfaction and job performance. When 

organizational leaders ignore workplace conflict, they send a 

message that unsatisfactory job performance and 

inappropriate behavior are acceptable. Properly managed 

conflict promotes open communication, collaborative 

decision making, regular feedback, and timely resolution of 

conflict. Open contact and teamwork increase the flow of 

new ideas and reinforce working relationships, which can 

have a positive impact on the morale of employees. Daily 

input and prompt dispute resolution have the ability to 

increase the employee satisfaction and job performance. 

Another aspect that may affect organizational efficiency, 

apart from conflict, is wage administration. [11] noted that 

the administration of wages and salaries relates to the 

development, implementation and continuing maintenance of 

a base pay system. The core goal or aim of the administration 

of wages and salaries is to provide both competitive and 

equal pay. Procedures, strategies, plans and schemes that give 

rise to pay policies apply to wage and salary administration 

activities. These laws, public or private as the case may be, 

set the overall course of pay within the organizations or 

establishment [2]. The definition of pay policies parallels the 

actual implementation of a base pay scheme. It was also 

argued that the developments in Nigeria's wage and salary 

administration are unjustified by the nation's actual socio-

economic growth [1]. In other words, the importance of 

increased wages for workers is declining. Studies have 

investigated organizational performance using different 

population such as managers, government workers and 

insurance workers [13, 6, 5, 9]. However to the researcher 

knowledge, no study has examined the influence of Conflicts 

management and salary administration on organizational 

performance among health workers. Outcome of the study 

will help proffer mechanisms that would help improve and 

sustain organizational performance in Nigeria. 

2. Literature Review 

The impact of organizational conflict on employee job 

performance among a sample size of 110 was examined 

Results showed that unclear responsibilities, poor reward 

system, and lack of group cohesiveness, are responsible for 

organizational conflicts [9]. The effect of conflict 

management on employee’s performance was examined. The 

study found that there is a significant relationship between 

conflict management and employees performance [21]. The 

conflict management on organizational performance of banks 

in Nigeria was also investigated. The result of the study 

found that there was a significant positive relationship 

between conflict management and organizational 

performance [7]. The impact of workplace conflict 

management on organizational performance in a Nigerian 

manufacturing firm was examined. Participants comprised 

250 employees. The results found that there was a 

significantly positive relationship between conflict 

management strategies and organizational performance. 

conflict management on employees’ performance among 50 

purposively selected sample respondents consisting of 25 

managerial employees and 25 non-managerial employees 

[17]. The result found that there was significant relationship 

exists between conflict management strategies and 

employees’ performance [14]. 

Employee performance is influenced by intra-group 

conflicts, inter-organizational conflicts and conflict 

resolution techniques The results of this study showed that 

inadequate conflict management resulting from inter-

organizations, intra-group relationships and individual 

employees as well as ineffective conflict resolution 

mechanisms have a direct impact on the performance of 

employees [4]. The study investigate relationship between 

conflict management strategies and the performance of 

employees and employee/management perception of the 

efficacy of conflict management strategies. The data analysis 

results showed that there is an essential connection between 

conflict management techniques and the success of 

employees. [10] Investigated the effect of organizational 

conflict on organizational performance. The research found 

that organizational conflict has negative influence on 

organization performance [8]. 

 Based on the reviewed study, the following hypotheses 

were postulated 

1. Respondents who have high salary administration will 

significantly report higher organizational performance 

than respondents who report low salary administration. 

2. Respondents who have effective conflict management 

will significantly report higher organizational 

performance than respondents who report ineffective 

conflict management. 

3. There will be significant joint role of conflict 

management and salary administration on 

organizational performance among health workers. 
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3. Methods and Materials 

3.1. Design 

A descriptive survey design was adopted by the study. This 

is because the questionnaire was used to collect information 

on the effect of wage administration on organizational 

efficiency and conflict management.  

3.2. Population 

The research population of the study comprised of 

University College Hospital employees. There are over 5,000 

employees, currently working in University College Hospital 

as at the time of the study.  

3.3. Sample and Sampling Technique 

The study used a sampled size of 250 participants. 

Purposive sampling technique was adopted in which the 

researchers already know some features of the participants. 

3.4. Measures 

To collect data from respondents, the study used a self-

designed questionnaire. The questionnaire was divided into 

three parts. Section A of the questionnaire entails the socio 

demographic factors of the respondents which consist of 

age, gender, marital status, job status and work experience. 

Section B of the instrument consists of 6 items 

organizational performance scale. Section C consists of 6 

items conflict management style while section D consists of 

6 items salary administration scale. All the scales were 

scored on a five port likert scale ranging from Strongly 

Agree, to Strongly Disagree. A pilot study was conducted 

using 15 workers that were not part of the main study. The 

study got a reliability coefficient of 0.68 for the 

organizational performance scale, 0.79 for the conflict 

management style and 0.91 for the salary administration 

scale. 

3.5. Procedure 

Permission to conduct the study was granted by the 

hospital management through the university administration. 

Furthermore, the researcher explained the goals and purpose 

of the study to consented participants and also assures them 

of their confidentiality of their responses. The respondents 

were also informed that they can withdraw from the study 

anytime they so wish to do so. The participants completed 

the questionnaire after the close of work while some took it 

home and return the following day. Two hundred and fifty 

total questionnaires were distributed across the hospital 

departments but only two hundred and twenty four were 

retrieved while twenty six were either not returned or have 

incomplete responses. The collected questionnaires were 

subjected to statistical analysis. 

3.6. Statistical Analysis 

Statistical analysis of the collected data was carried out using 

the IBM SPSS Statistics 24 version. The review of socio-

demographic variables and hypotheses in the study was based 

on descriptive and inferential statistics. In order to evaluate 

the demographic features of the respondents, descriptive 

statistics were used whereas inferential statistics were used to 

test the hypotheses. Hypothesis one and two was tested using 

t-test for independent measure while hypothesis three was 

tested using multiple regression analysis. 

4. Results 

Table 1. Socio-Demographic Information of Participants. 

SN Variable Response Frequency Percentage 

1 Age 

Less than 25 years 19 8.5 

25-29 years 75 33.5 

30-34 years 81 36.2 

35-39 years 22 9.8 

40 years and above 27 12.1 

2 Gender 
Male 180 80.4 

Female 44 19.6 

3 
Academic 

qualification 

SSCE 19 8.5 

ND/NCE 46 20.5 

HND/University 

degree 
134 59.8 

Postgraduate 25 11.2 

4 Job status 

Engineer 55 24.6 

Cleaner 4 1.8 

Account 19 8.5 

Quality Assurance 8 3.6 

Human Resource 14 6.3 

Contract staff 50 22.3 

Sales rep 33 14.7 

Marketing 18 8 

Microbiologist 14 6.3 

Health worker 9 4 

5 
Work 

Experience 

Less than 5 years 125 55.8 

5-9 years 58 25.9 

10-14 years 21 9.4 

15 years and above 20 8.9 

 Total  224 100 

Table 1 presents frequency distribution of participants’ 

socio-demographic characteristics. It is shown that more of 

the respondents 81 (36.2%) indicated to be between 30 and 

34 years old, 75 (33.5%) were between 25 and 29 years old, 

27 (12.1%) were 40 years and above, 22 (9.8%) were 

between 35 and 39 years old, while the other 19 (8.5%) 

indicated to be less than 25 years old. As regards gender 

distribution, more of the respondents 180 (80.4%) indicated 

to be males, while the other 44 (19.6%) signified to be 

females. As regards academic qualification, more of the 

participants 134 (59.8%) indicated to be HND/University 

degree holders, 46 (20.5%) were ND/NCE holders, 25 

(11.2%) were postgraduate degree holders, while the other 19 

(8.5%) indicated to be SSCE holders. 

Further from Table 1, more of the respondents 55 (24.6%) 

indicated to be engineers, 50 (22.3%) indicated to be contract 

staffs, 33 (14.7%) indicated to be sales representatives, 19 
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(8.5%) indicated to be in the accounting section, 18 (8%) 

signified to be in the marketing department, 14 (6.3%) 

signified to be microbiologists in NBC, another 14 (6.3%) 

were in Human Resources, 9 (4%) were health workers, 8 

(3.6%) were quality assurance officers, while the other 4 

(1.8%) indicated to be cleaners. Finally, as regards work 

experience, more of the respondents 125 (55.8%) indicated to 

have less than 5 years of work experience, 58 (25.9%) had 

between 5 and 9 years of work experience, 21 (9.4%) had 

between 10 and 14 years of work experience, while the other 

20 (8.9%) indicated to have 15 years and above working 

experience. 

4.1. Hypothesis One 

Respondents who have high salary administration will 

significantly report higher organizational performance than 

respondents who report low salary administration. 

Table 2. T-test for Independent Sample Summary Table Showing the Influence of Salary Administration on Organizational Performance. 

Dependent Salary Administration N Mean SD T Df P 

 High 124 24.32 7.09    

Organizational Performance     4.32 222 <.01 

 Low 100 20.22 5.43    

 

Table 2 presents results on the influence of salary 

administration on organizational performance. It is shown 

that salary administration had significant influence on 

organizational performance among employees in UCH [t 

(222) = 4.32; P<.01]. Further, high salary administration 

translated to higher organizational performance (Mean = 

24.32; SD = 7.09) than low salary administration (Mean = 

20.22; SD = 5.43). 

4.2. Hypothesis Two 

Respondents who have effective conflict management will 

significantly report higher organizational performance than 

respondents who report ineffective conflict management. 

Table 3. T-test for Independent Sample Summary Table Showing the Influence of Salary Administration on Organizational Performance. 

Dependent Conflict management N Mean SD T Df P 

 Effective 122 27.22 8.09    

Organizational Performance     2.98 222 <.01 

 Ineffective 102 22.22 8.32    

 

Table 3 presents results on the role of conflict management 

on organizational performance. It is shown that conflict 

management had significant influence on organizational 

performance among employees in UCH [t (222) = 2.98; 

P<.01]. Further, effective conflict management translated to 

higher organizational performance (Mean = 27.22; SD = 8.09) 

than ineffective (Mean = 22.22; SD = 8.32). 

4.3. Hypothesis Three 

There will be significant joint role of conflict management 

and salary administration on organizational performance 

among health workers. 

Table 4. Multiple Regression Summary Table Showing Conflict management and Salary Administration Predictors of Job Performance. 

Dependent Predictors Β t-value P R R2 F P 

 Conflict management .02 .30 >.05     

Organizational performance     .32 .10 11.92 <.01 

 Salary Administration .31 4.64 <.01     

 

Table 4 presents results on the joint and independent 

influence of conflict management and salary administration 

on organizational performance among employees in 

University College Hospital. It is shown that conflict 

management and salary administration had significant joint 

influence on organizational performance [R =.32; R
2
 =.10; F 

(2, 221) = 11.92; P<.01]. When combined, conflict 

management and salary administration accounted for about 

10% variance in organizational performance. However, only 

salary administration had independent influence on 

organizational performance [β =.31; t = 4.64; P<.01]. 

5. Discussion 

The study investigated the influence of salary 

administration and conflicts management on organizational 

performance among health workers in Ibadan. Based on the 

postulated hypothesis, the first hypothesis found that 

respondents with perceived high salary administration tend to 

report high organizational performance. The study finding 

was in accordance with the study who found that wages and 

salaries has significant relationship with workers 

performance [20]. The study findings was also in line who 

found that salary administration influence organizational 

performance [5]. The second hypothesis found that 

respondents who perceive effective conflict management 

tend to report high organizational performance than 

respondents who perceived ineffective conflict management. 

This study finding was in accordance with the study of who 

also found significant relationship between conflict 

management and employees’ performance [22]. tAlso, the 

findings were also in line which found positive relationship 
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between conflict management and organizational 

performance [8]. The third hypothesis found that there was 

joint influence of salary administration and conflicts 

management on organizational performance among health 

workers. The study also found a joint role of conflict 

management strategies and wages and salary administration 

on organizational performance [18]. It was also found that 

conflict management and salary has a joint influence on 

employee’s performance [15]. 

6. Conclusion 

The study concluded that salary administration had 

significant influence on organizational performance which 

implies that when salary administration is high, there is 

higher organizational performance than when salary 

administration is low. The study also concludes that conflict 

management was a significant determinant of organizational 

performance meaning that when conflict is effectively 

achieved, then organizational performance is highest than 

when conflict is ineffective. Furthermore, conflict 

management and salary administration were significant joint 

determinants of organizational performance. However, only 

salary administration had significant independent influence 

on organizational performance. 

7. Recommendations 

The study therefore recommends that UCH management 

should endeavor to encourage utilization of integrating 

employees to work together and learn to tolerate each other. 

Also, the study recommends that organizations try as much 

as possible to identify the dynamics in the organization and 

try to understand what conflict management style fits best to 

the organization. Finally, salary administration should be 

done fairly and without injustice in the organization as this 

will further increase the organizational performance. 
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