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ABSTRACT 

The purpose of the study was to establish the relationship between conflict and organizational 

performance in Center for Peace and Development in Galkaio, Puntland, Somalia. 

The objectives of the study were; 

To find out the types of conflicting situations in Center for Peace and Development ; to 

establish the effects of conflicts on performance of Center for Peace and Development; to 

establish the ways of how to manage conflict in Center for Peace and Development. 

Data was collected through use of questionnaires and interviews, and categories of respondents 

were employees, including the managing director and the human resource manager and the study 

covered 50 respondents. The data collected was analyzed by the use frequencies, percentages and 

interpreted and then presented using tables. 

The findings of the study indicated the following; 

Conflicts had significant effects on performance of Center for Peace and Development and 

therefore, this hindered the attainment of the goals of Center for Peace and Development. The 

study further discovered that there should be ways of how to manage conflict in Center for Peace 

and Development. 

In conclusion, Center for Peace and Development should set super- ordinate goals, use 

compromise, provide resources, alter structural variables and others in order to manage conflicts. 
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CHAPTER ONE 

INTRODUCTION 

1.0 Introduction 

This chapter presents and describes the back ground of the study, the statement of the problem, 

the research purpose, research objectives, research questions, the scope of the study and the 

significance of the study. 

1.1 Background of the study 

Most organizations try to manage conflict constructively in order to have better performance of 

their workforce. This study is intended to establish the effects of conflicts on organizational 

performance in Center for Peace and Development in Somalia. 

There is need to resolve conflict productively so as improve on the performance of Center for 

Peace and Development. 

The idea about this study developed when the researcher heard a hot argument from one of the 

employees from Center for Peace and Development about how there is always conflict in the 

organization. 

The researcher wondered whether Center for Peace and Development realizes its goals while it is 

still accommodating conflicts which happens between the management and the employees and 

among the employees 

The researcher's interest was aroused because of failures to manage conflict constructively will 

affect the organization to achieve its goals. 

Conflict is the process in which one party perceives that another party has taken some action that 

will exert negative effects on its major interests or is about to take such negative action ( 

Greenberg & Baron, 1997). 

According to Johns, (1996), conflict is a process that occurs when one person, group or 

organizational subunit frustrates the goal attainment of another. 

Punt land Development and Research Center is an organization in Somalia that deals in resolving 

of conflicts and violence between tribes or within community, to research new facts and discover 
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new knowledge, the organization is located at Galkaio, Puntland, Somalia and it started in the 

year 2000 and is still in existence. 

Many organizations have tried to resolve conflict constructively so as to improve on their 

performance, but others including Center for Peace and Development have failed to resolve their 

conflicts constructively and this has affected the performance of these organizations. 

This study is meant to establish the ways of how Center for Peace and Development can resolve 

conflicts in order to improve the performance of the employees. 

1.2 Statement of the problem 

For an organization to improve the performance of its workforce, is has to manage conflicts 

well, it should have proper ways of conflict resolution so as to improve performance of its 

employees hence better performance of the organization. However, many organizations have 

failed to manage conflicts well including Center for Peace and Development and this has resulted 

into poor performance of these organizations. 

According to Bihi's statement; one of the consultants at Center for Peace and Development, 

failure for Center for Peace and Development to resolve conflicts well has resulted into De

motivation of employees hence reduced employee commitment which results into poor 

performance of this organization. 

1.3 The purpose ofthe study 

The purpose of this study is to establish the relationship between conflicts and the organization 

performance in Center for Peace and Development. 

1.4 Research objectives 

The following will be the objectives under which the research will be carried out; 

To find out the types of conflict situations and causes of such conflicts in Center for Peace and 

Development. 
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To establish the effects of conflicts in Center for Peace and Development. 

To establish ways of how to manage conflicts in Center for Peace and Development. 

1.5 Research questions 

What are the types of conflict situations and causes of such conflicts in Center for Peace and 

Development? 

What are the effects of conflicts in Center for Peace and Development? 

What are the ways of how to manage conflicts in Center for Peace and Development? 

1.6 Scope of the study 

1.6.1 Geographical scope 

The study shall be carried out in Center for Peace and Development. The research shall cover the 

employees in Center for Peace and Development including the top manager of the organization. 

The researcher has chosen Center for Peace and Development due to proximity to the 

researcher's residence and easy access to the required information. 

1.6.2 Content scope 

The research shall concentrate more on conflict and employee performance. The study shall be 

conducted for two and a half months from February to April 15th
, 2010. 

1. 7 The significance of the study 

The study shall be useful because it shall contribute to the researcher's fulfillment of the 

requirements for the award of bachelor's degree in Human resource management. 

The study shall be useful to other researchers and lecturers for future references. 

The study shall be useful in finding out how best the management of Center for Peace and 

Development in Somalia can resolve conflicts to improve their organizational performance. 

The study shall provide up to date literature for academicians and other stake holders. 

Any organization shall use the study to design better ways of resolving conflicts which can lead 

to organizational performance. 
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The study shall enlighten the company on the use fullness of better conflict resolution. This shall 

lead to having committed/motivated workforce hence organizational performance improves. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Intmduction 

This chapter is all about the review of the related literature and scholars' and researchers' views 

and ideas elsewhere in the world about the problem under study. It is concerned with the 

theoretical frame work of the study, and the conceptual frame work of the study. The literature 

review is very vital because it helps to investigate further. The literature will be mainly taken 

from other secondary source of data as text books, intemets, and others. 

2.1 Definition of the concepts in conflicts and performance 

According to Greenberg & Baron, (1997), defined conflict as a process which develops when 

individuals or groups perceive that actions by others have or will soon exert negative effects on 

their important interests. 

Conflict is the process that begins when one party perceives that another party has negatively 

affected or it is about to negatively affect something that the first party cares about ( Robbins, 

1996). 

According to Newstrom& Devis, (1997), conflict is any situation in which two or more parties 

feel themselves in opposition. 

Conflict is disagreement between two or more parties-for example, individuals, groups, 

departments, organizations, countries-who perceive that they have incompatible concerns (Cook 

& Hunsaker, 2001 ). 

According to Gary Johns, (1996), conflict is a process that occurs when one person, group, or 

organizational subunit frustrates the goal attainment of the other. 

Mc Shane & Glinow, (2003), defined conflict as the process in which one party perceives that its 

interests are being opposed or negatively affected by another party. 

The operational definition of conflict according to this study is, conflict is any disagreement 

between two or more individuals or between groups or organizations. 
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According to Keny Thomas, (1995), he defined performance as the way in which an activity is 

accomplished in a particular level of standards, to which a task is to be accomplished. It is 

adapted, carried out, or achieved within the working environment 

2.2 Conceptual frame work 

Independent variable 

Con cts 

Positive effects 

Stimulates creativity 

improve quality of decisions 

Stimulates teamwork 

Improve communication 

Improve group cohesiveness 

Negative effects 

Hinders creativity 

Decline of quality of decisions 

Kills teamwork 

Poor communication 

Affects group cohesiveness 
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Dependent variable 

Organizational 

performance 



Source: Robbins, (1996) 

The conceptual frame work indicates the variables in the problem under study both independent 

and dependent variable and the effects on each other. The independent variable is conflict while 

the dependent variable is organizational performance. The independent variable has effects on 

dependent variable both positive and negative effects. The positive effects are improved quality 

of decision making, improved communication, stimulating creativity, stimulates teamwork, and 

improved group cohesiveness, hence improved organizational performance. The negative effects 

are poor quality of decisions made, poor communication, hinders creativity, and hinders 

teamwork and hence affecting organizational performance. 

2.3 Types of conflict situations in m·ganizations 

Inte1personal conflict; this type of conflict situation occurs when two or more individuals 

perceive that their attitudes, behaviors or preferred goals are in opposition. It is the type of 

conflict situation that occurs between people (Hellriegel, Slocum & Woodman, 2001 ). 

Intergroup conflict; this refers to opposition, disagreement and disputes between groups or 

teams. It often occurs in union-management relations. It is conflict situation that occurs between 

groups of individuals (Hellriegel, Slocum & Woodman, 2001). 

Intra personal conflict; this type of conflict situation occurs within an individual and usually 

involves some form of goal, cognitive or affective conflict. It is triggered when a person's 

behavior will result into outcomes that are mutually exclusive. Inner tensions and frustrations 

commonly results (Hellriegel, Slocum & Woodman, 2001 ). 

Intra group conflict; this refers to disputes among some or all of a group's members, which often 

affects the group's dynamics and effectiveness. Family- run businesses can be especially prone 

to severe Intra group and other types of conflicts (Hellriegel, Slocum & Woodman, 2001 ). 

Role conflict; this type of conflict situation occurs when a focal person perceives incompatible 

messages and pressures from role senders. The focal person responds with coping behaviors that 

serve as inputs to the role sender's attribution process (Hellriegel, Slocum & Woodman, 2001). 
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Inter organizational conflict; this type of conflict situation occurs between organizations which 

in some way are dependent on each other. The conflict may be between buyer organizations and 

supplier organizations about quantity, quality, and delivery times of raw materials and other 

policy issues (Robbins, 2001 ). 

Infonnation conflict; this conflict sterns when formal channels of communication is not properly 

used. It happens when communication means is poor and when employees are not to interact 

with management (Robbins, 2001 ). 

2.4 Causes of conflicts 

Competition for scarce resources; scarce resources such as money, raw materials and personnel 

generate conflict because scarcity motivates people to compete with others who also need these 

resources to achieve their objectives ( Gibson, Ivancevich & Donnelly, 1985). 

Communication breakdown; communication is a complex beset by many barriers, of which these 

barriers provoke conflict. Conflict often occurs as a result of lack of opportunity, ability or 

motivation to communicate effectively (Gregory & Margaret, 1990). 

Ambiguous overlapping jurisdictions; un clear job boundaries often create competition for 

resources and control (Gibson, Ivancevich & Donnelly, 1985). 

Incompatible goals; a common source of conflict is goal incompatibility. Goal incompatibility 

occurs when one employee's or departments personal or work goals seem to interfere with 

another person's or department's goals (Gregory & Margaret, 1990). 

Un realistic expectations; dissatisfaction grows when one's expectations are not met. Conflict is 

another by product of un realistic expectations. Destructive conflict can be avoided in this area 

by taking time to discover, through frank discussions What subordinates expect from their 

employment (Thomas & Ivancevich, 2003). 

Time pressure; deadlines and other forms of time pressure can either stimulate prompt 

performance or trigger destructive emotional reactions (Thomas & Ivancevich, 2003). 
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Personality clashes; personality differences can cause conflict. Not every one thinks, feels, or 

acts alike. A although, these clashes cause conflict, they are also a rich resource for creative 

problem solving (Gregory & Margaret, 1990). 

Threats to status; status or the social rank of a person in a group is very important to many 

individuals. When one's status is threatened, conflict may arise. Conflict may arise between the 

defensive and whoever created a threat to status (Thomas & Ivancevich, 2003). 

Lack oftn1st; every continuing relationship requires some degree of trust (the capacity to depend 

on each other's word and actions). When someone has a real or perceived reason not to trust 

another, the potential for conflict rises (Gregory & Margaret, 1990). 

Organizational change; people hold differing views over the direction to go, the routes to take 

and their likely success, the resources to be used and the probable out comes. When there is 

organizational change, conflict arises (Joseph, 1977). 

Task interdependence; conflict tends to increase with the level of task interdependence. Task 

interdependence exists when team members must share common in puts to their individual 

tasks, need to interact in the process of executing their work or receive out comes (such as 

rewards), that are determined partly by the performance of others (Gregory & Margaret, 1990). 

2.5 Effects of conflicts in organizations 

Effects of conflicts according to Robbins, (1999), can either be functional or dysfunctional in 

nature. 

Dysfunctional conflict has the following effects; 

Increased group cohesiveness; competitive conflict or external threat usually results in group 

members putting side individual differences and closing ranks. Members become more loyal to 

the group and group membership becomes more attractive (Gibson, Ivancevich & Donnelly, 

1985) 

Rise in autocratic leadership; in extreme conflict situations where threats are perceived, 

democratic methods of leadership are likely to become less popular. The members want strong 
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leadership. Thus, the leaders are likely to become more autocratic (Gibson, Ivancevich & 

Donnelly, 1985). 

Focus on activity; when a group is in conflict, its members usually emphasize doing what the 

group does and doing it very well. The group becomes more task oriented ( Gibson, Ivancevich & 

Donnelly, 1985). 

Emphasis on loyalty; conformity to the group norms tends to become more important in conflict 

situations. Group goals take precedence over individual satisfaction as members are expected to 

demonstrate their loyalty (Gibson, Ivancevich & Donnelly, 1985). 

Distorted perceptions; during conflicts, the perceptions of each group's members become 

distorted. Group members develop stronger opinions of the importance of their units. Each group 

sees itself as superior in performance to the other and as more important to the survival of the 

organization than other groups (Gibson, Ivancevich & Donnelly, 1985). 

Negative stereotyping; as conflict increases and perceptions become more distorted, all of the 

negative stereotypes that may have ever existed are reinforced (Gibson, Ivancevich & Donnelly, 

1985). 

Decreased communication; communications between the groups in conflict usually break down. 

This can be extremely dysfunctional, especially where sequential interdependence or reciprocal 

interdependence relationships exist between groups. The decision-making process can be 

disrupted, and the customers or others whom the organization serves can be affected (Gibson, 

Ivancevich & Donnelly, 1985). 

According to Robbins, (1996), functional conflict has the following effects to the organization 

performance; 

The conflict stimulates creativity; that ts, it stimulates commg up of new ideas m the 

organization. 

10 



It improves the quality of decisions; this is because employees are happy to participate in the 

activities of the organization and want to participate in decision process of the organization, this 

improves the level of performance in the organization ( Robbins, 1996). 

It is generally constn,ctive since it results in clarification of important issues, involves people in 

solving these issues hence having mutual out come. 

2.6 Ways of how to manage conflict 

Problem solving; the confrontation method of problem solving seeks to reduce tensions through 

face to face meetings of the conflicting groups. The purpose of the meetings is to identify 

conflicts and resolve them. The conflicting groups openly debate various issues and bring 

together all relevant information until a decision has been reached. For conflicts resulting from 

mis understandings or language barriers, the confrontation method has proved effective (Gregory 

& Margaret, 1990) 

Super ordinate goals; in the resolution of conflict between groups, the super ordinate goals 

technique involves developing a common set of goals and objectives. These goals and objectives 

cannot be attained with out the cooperation of the conflicting groups. In fact, they are un 

attainable by one group singly and supersede all other goals of any of the individual groups 

involved in the conflict (Gibson, Ivancevich & Donnelly, 1985). 

Expansion of resources; as noted earlier, a major cause of intergroup conflict is limited or scarce 

resources. Such resources are as money, human resources, power, space and so forth. Expanding 

such resources is a very successful technique for solving conflicts in many cases since this 

technique may enable almost everyone to establish (Gibson, Ivancevich & Donnelly, 1985). 

Avoidance; frequently, some way can be found to avoid conflict. While avoidance may not bring 

any long run benefits, it certainly can work as a short run solution. Avoiding a conflict neither 

effectively resolves it nor eliminates it. Eventually, the conflict will have to be faced. But in 

some circumstances, avoidance may be the best temporary alternative (Gregory & Margaret, 

1990). 
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Smoothing; the technique known as smoothing emphasizes the common interests of the 

conflicting groups and de-emphasizes their differences. The basic belief behind smoothing is that 

stressing shared view points on certain issues facilitates movement towards a common goal. If 

the differences between groups are serious, smoothing-like avoidance-is at best, a short run 

solution (Gibson, Ivancevich & Donnelly, 1985). 

Compromise; this is a traditional method for resolving inter group conflicts. With compromise, 

there is no distinct winner or loser and the decision reached is probably not ideal for either group. 

Compromise can be used very effectively when the goal sought ( example money), can be 

divided equitably (Gibson, Ivancevich & Donnelly, 1985). 

Authoritative command; the use of authority may be the oldest and most frequently used method 

for resolving inter group conflict. Using this method, management simply resolves the conflict as 

it sees fit and communicates its desires to the groups involved. Subordinates will usually abide 

by superior's decision whether or not they agree with it. Thus, the authoritative command usually 

works in the short run (Gibson, Ivancevich & Donnelly, 1985). 

Altering human variables; altering the human variable involves trying to change the behavior of 

the members of the group involved in the conflict. This method focuses on the causes of conflicts 

and on the attitudes of the people involved. While the method is certainly difficult, it does center 

on the cause of conflict (Gibson, Ivancevich & Donnelly, 1985). 

Altering structural variables; this involves changing the formal structure of the organization. 

Structure refers to the fixed relationship among the jobs of the organization and includes the 

design of jobs and the departments. Altering the structure of the organization to resolve 

intergroup conflicts involves such things as transferring, exchanging, or rotating members of the 

group or having someone serve as a coordinator, liaison or go-between who keeps groups 

communicating with one another (Gregory & Margaret, 1990). 

Identifying common enemy; in some respects identifying common enemy is the negative side of 

super ordinate goals. Groups in conflicts may temporarily resolve their differences and unite to 
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combat a common enemy. The common enemy may be a competitor that has just introduced a 

clearly superior product. The common enemy phenomenon is very evident in domestic conflicts 

(Gregory & Margaret, 1990). 

Having clear channels of communication; by intelligent use of the organization's communication 

channels, a manager can reduce the level of conflict. This will depend on when the conflict has 

been caused by communication aspects of conflicts (Gibson, Ivancevich & Donnelly, 1985). 

Through use of arbitration; this is a formal intervention method of resolving conflict. A 

arbitration is a procedure where a neutral third party studies the conflicting situations, listens to 

both the parties in the conflict, gathers information about the conflict and then make the 

recommendations that are binding on the parties ( Robbins, 1996). 

Through use of mediation; in this approach, a mediator, a trained third party neutral actively 

guides the disputing parties in exploring innovative solutions to the conflict. Un like, an 

arbitrator, the mediator does not render a decision. It is up to those in conflict to reach a mutually 

acceptable decision (Robbins, 1996). 

Through negotiation; this is where two parties in conflict come together to discuss about their 

problem and come up with a decision. It is a form of problem solving where two groups with 

conflicting interests exchange ideas in order to reach a mutually agreeable resolution (Robbins, 

1996) 
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CHAPTER THREE 

METHODOLOGY 

3.0 Introduction 

This chapter presents and describes methods and techniques that were used to collect and analyze 

data. It includes research design, area of the study, study population, sampling procedure, data 

collection instruments, research procedure, and data analysis, 

3.1 Research Design 

The research shall be carried out using both qualitative and quantitative data collection methods. 

The qualitative method will be interview method and the quantitative method will be 

questionnaire. 

3.2 Arna of the Study 

The study shall be carried out m Center for Peace and Development in Somalia; most 

respondents shall be selected from the employees in Center for Peace and Development in 

Somalia. 

3.3 Study population 

The population of the study shall comprise of 50 respondents and this sample shall be selected 

from employees of Center for Peace and Development in Somalia. This sample shall comprise of 

both men and women irrespective of religion, age, and tribe. The sample selection shall be done 

with no discrimination, in that, whether one is still on probation shall still be selected. Even the 

manager of Center for Peace and Development shall be included in the sample. 

3.4 Sampling Procedure 

The researcher shall use simple random sampling technique in a sense that there shall be no 

discrimination in selecting respondents, that is, each and every individual has equal chance of 

being selected be it male or female. In this procedure, the respondents shall be selected at 
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random, and these respondents shall be identified according to their willingness and availability 

to take part in the study. 

3.5 Data Collection Instmments 

Data collection instruments shall be basically questionnaires and interviews. The questionnaire 

shall be administered personally by the researcher to the respondents and collected after time 

interval. The questionnaire shall comprise of open ended and closed ended questions that shall 

require respondents to answer all the questions to the best of their knowledge. Interviews 

comprised of both structured and unstructured questions. 

3.5.1 Questionnaire 

Questionnaires by definition mean a set of printed questions addressed by the researcher to the 

respondent for him or her to answer and after answering return the questionnaires to the 

researcher. The questionnaires shall be administered personally by the researcher to the 

respondents and collected after time interval. The questionnaire shall comprise of open ended 

and closed ended questions that required respondents to answer all the questions to the best of 

their knowledge. 

In this study, the researcher shall use questionnaires because they are cheap, quicker, they cover 

many respondents, they are free from interview bias, and give accurate information since 

respondents take their time to answer the questions. However, they have a disadvantage of high 

rate of non despondence. 

3.5.2 Interviews 

Interviews shall also be used in this study. Interviews that shall be used also shall comprise of 

both structured and unstructured questions which shall be asked to respondents from Center for 

Peace and Development in Somalia and requiring answers from these respondents. Interview 

shall center on the effects of conflicts on the organizational performance in Center for Peace and 

Development in Somalia. In this study, the researcher shall use interview because they encourage 

15 



interaction between the researcher and the respondents, there shall be clarification of some 

questions to the respondents, to mention but a few. 

3.6 Ethical Consideration 

The data which the researcher collected from the respondents was kept as confidential. The 

respondents were informed the contents of the research and its aims. Some of the key ethical 

issues that were given due to attention in this study were privacy of the participant and right to 

withdraw partially or completely from the process, consent and possible deception of 

participants, maintenances of the conditionality of the data provided by individuals or 

identifiable participants and their secrecy. 

3.7 Limitations of the study 

The researcher faced a great deal of time wastage because Center for peace and development is 

located in Dara wish district of Galkaio, where it was very difficult to go there and collect data 

due to its consumption of long time to obtain data from Center for peace and development. The 

lack of fast internet accessibility in the area was also a challenged faced during collection of data 

from Center for peace and development. 

3.8 Research Procednre 

The researcher shall obtain an introductory letter from Kampala International University School 

of Business and Management to Center for Peace and Development in Somalia and permission 

shall be got from the manager of Center for Peace and Development in Somalia allowing the 

researcher to conduct this study. Respondents shall be given information on how to go about 

with the questionnaire filling process and some questions shall be asked by the respondents 

where necessary for clarification especially during interviews. 

3.9 Data Analysis 

After data collection, only correctly filled questionnaires shall be edited and coded and analysis 

shall be done by use of frequencies, percentages and then true findings shall be presented by 

using tables. 
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CHAPTER FOUR 

INTERPRETATION,ANALYSIS AND PRESENTATION OF DATA 

4.0 Introduction 

This chapter presents data interpretation, analysis and presentation. It mainly summarizes key 

issues from theoretical and empirical literature. The analysis was done in accordance with the 

research objectives and variables of the study which are conflicts and organizational 

performance. The researcher employed various tools to analyze the data collected such as 

frequencies, and percentages. Quantitative data presentation techniques such as tables. 

4.1 Background information of the respondents 

The background characteristics of the respondents were investigated such as gender, age, marital 

status, level of education and others. 

4.1.1 Respondent's gender 

This subsection sought to find out the gender of the respondents. Table 1 shows the results. 

Table 1: Gender of the respondents 

Respondents' gender Frequencies Percentages (%) 

Male 35 70 

Female 15 30 

50 100 

Source: Primary data 

According to the data presented, 70% of the respondents are males while only 30% of the 

respondents are females. This is illustrated on figure I below. 

17 



4.1.2 Age of the respondents 

To investigate the age of the respondents, table 2 shows the findings. 

Table 2: Age of the respondents 

Age group Frequencies Percentages (%) 

20-25 8 16 

25-30 12 24 

30-40 20 40 

40 and above 10 20 

50 100 

Source: Pnmary data 

According to the data collected, 16% of the respondents were in age group 20-25, 24% of the 

respondents were in age group 25-30, 40% of the respondents in the age group 30-40 and only 

20% were in age group 40 and above .. 

4.1.3 Marital status ofthe respondents 

Table3: shows the marital status of the respondents. 

Marital Status Frequencies Percentages 

Single 30 60 

Married 14 28 

Widow 4 8 

Widower 2 4 

50 100 

Source: Pnmary data 

According to the findings, 60% of the respondents are single, 28% of the respondents are 

married, and 8% of the respondents are widows while 4% of the respondents are widowers. 
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4.1.4 Respondents' level of education 

Table 4: shows the level of education of the respondent 

Level of education Frequencies Percentages (%) 

Primary level 01 02 

Secondary level 25 50 

Professional certificates 05 10 

Diploma 10 20 

Degree 09 18 

50 100 

Source: Pnmary data 

Investigation of the level of education was necessary to ascertain the knowledge and experience 

distribution among the respondents. According to the research study carried out, only 2% of the 

respondents are primary leavers, 50% are secondary leavers, 10% of the respondents have 

professional certificates, 20% of the respondents are diploma holders while only 18% of the 

respondents are graduates. This is shown on figure 4 below. 

4.2 Position held by the respondents in 

Table 5: shows the position held by the respondents in 

Position Frequencies Percentages (%) 

Managing director 03 06 

Procurement officers 25 50 

Human resource Manager 02 20 

Drivers 18 16 

Cleaners 04 08 

50 100 

Source: Pnmary data 
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The findings showed that the majority of the respondents were procurement officers who were 

50% of the respondents, 20% of the respondents were field officers, 16% were drivers, 8% of the 

respondents were cleaners, and only 6% of the respondents were managers. 

4.3 Years served by the respondents in Center for Peace and Development. 

This is shown by table 6. 

Years Frequencies Percentages 

1-3 20 40 

4-5 15 30 

6-10 IO 20 

I I and above 05 IO 

50 100 

Source: Pnmary data 

The years served by the respondents Center for Peace and Development were investigated and it 

was shown that 40% of the respondents have served in the organization for 1-3 years, 30% of the 

respondents have served the organization for 4-5 years, 20% have served the organization for 6-

10 years while only I 0% of the respondents have served Center for Peace and Development for 

I 1 years and above. 

4.4 Objectives of the study 

Table 7: what are the types of conflict situations in Center for Peace and Development? 

Response Frequencies Percentages (%) 

Interpersonal 28 56 

Intergroup 22 44 

50 100 

Source: Pnmary data 

The findings in the table showed that many respondents believed that there are both interpersonal 

and intergroup conflicts as shown by 56% of the respondents while only 44% of the respondents 

answered that there is intergroup conflicts. 
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Table 8: do you think conflicts have effects on the pel'formance of Centel' fol' Peace and 

Development? 

Response Frequencies Percentages (%) 

Yes 34 68 

No 16 32 

50 100 

Source: Primary data 

The study findings showed that conflict has effects on performance of Center for Peace and 

Development as shown by 68% of the respondents while only 32% of the respondents responded 

with answer no. 

Table 9: what al'e the way of how to manage conflict in Centel' for Peace and Development? 

Response Frequencies Percentages (%) 

Through negotiation 10 20 

Compromising 12 24 

Through providing resources 08 16 

Through avoidance 06 12 

Through altering structural variables 07 14 

Through use of mediators 07 14 

50 100 

Source: Pnmary data 

The findings on the table showed that the respondents gave ways of how to manage conflict in 

Center for Peace and Development. 
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CHAPTER FIVE 

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS 

5.0 Introduction 

This chapter covers the summary of findings of the research carried out, conclusion and 

recommendation for further research. 

5.lDiscussion of findings 

The general objective of the research study was to establish the relationship between conflicts 

and performance of Center for Peace and Development. The study was conducted in Center for 

Peace and Development. A total of 50 respondents who included managers, procurement 

officers, field officers, drivers and cleaners participated in the study. 

Chapter one comprised background of the study, problem statement, purpose of the study, 

research objectives, scope of the study and significance of the study. 

Chapter two involves review of related literature and throws more light on the problem under 

study. Questionnaire and, interview were used in collecting the data for the study, and simple 

random sampling was employed to come up with the sample population of 50 who were 

respondents for the study. 

The researcher used frequencies, percentages to analyze data and presentation done by use of 

tables, pie charts and bar graphs. 

The study findings were investigated in line with the research questions of the study, conclusion 

and recommendations were then made after data presentation and its interpretation. 

5.2 Conclusion 

The types of conflicting situations in Center for Peace and Development are: interpersonal 

conflict; inter organizational conflict, organizational conflict and role conflict. 
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Conflicts certainly have effects on the performance of Center for Peace and Development both 

positive effects and negative effects. 60% of the respondents believed that conflicts have positive 

effects while 40% of the respondents believed that conflicts have negative effects on 

performance of Center for Peace and Development. 

It can be concluded that conflicts in Center for Peace and Development can be managed by 

setting super ordinate goals, compromising, altering structural variables, having clear 

communication channels and avoidance. 

5.3 Recommendations 

The recommendations were made in relation to the findings and the conclusion and included the 

following; 

Conflict can be managed through the following ways; 

Through Problem solving; the confrontation method of problem solving seeks to reduce tensions 

through face to face meetings of the conflicting groups. The purpose of the meetings is to 

identify conflicts and resolve them. The conflicting groups openly debate various issues and 

bring together all relevant information until a decision has been reached. For conflicts resulting 

from misunderstandings or language barriers, the confrontation method has proved effective. 

Through setting super ordinate goals; in the resolution of conflict between groups, the super 

ordinate goals technique involves developing a common set of goals and objectives. 

Through expansion of resources; as noted earlier, a major cause of intergroup conflict is limited 

or scarce resources. Such resources are as money, human resources, power, space and so forth. 

Expanding such resources is a very successful technique for solving conflicts in many cases 

since this technique may enable almost everyone to establish 

Through avoidance; frequently, some way can be found to avoid conflict. While avoidance may 

not bring any long run benefits, it certainly can work as a short run solution. Avoiding a conflict 

neither effectively resolves it nor eliminates it. Eventually, the conflict will have to be faced 
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Through Compromise; this is a traditional method for resolving inter- group conflicts. With 

compromise, there is no distinct winner or loser and the decision reached is probably not ideal 

for either group. Compromise can be used very effectively when the goal sought ( example 

money), can be divided equitably. 

Through altering human variables; altering the human variable involves trying to change the 

behavior of the members of the group involved in the conflict. This method focuses on the 

causes of conflicts and on the attitudes of the people involved. While the method is certainly 

difficult, it does center on the cause of conflict. 

Through altering structural variables; this involves changing the formal structure of the 

organization. Structure refers to the fixed relationship among the jobs of the organization and 

includes the design of jobs and the departments. Altering the structure of the organization to 

resolve intergroup conflicts involves such things as transferring, exchanging, or rotating 

members of the group or having someone serve as a coordinator, liaison or go-between who 

keeps groups communicating with one another. 

Having clear channels of communication; by intelligent use of the organization's communication 

channels, a manager can reduce the level of conflict. This will depend on when the conflict has 

been caused by communication aspects of conflicts. 

Through use of arbitration; this is a formal intervention method of resolving conflict. Arbitration 

is a procedure where a neutral third party studies the conflicting situations, listens to both the 

parties in the conflict, gathers information about the conflict and then makes the 

recommendations that are binding on the parties. 

Through use of mediation; in this approach, a mediator, a trained third party neutral actively 

guides the disputing parties in exploring innovative solutions to the conflict. Un like, an 

arbitrator, the mediator does not render a decision. It is up to those in conflict to reach a mutually 

acceptable decision. 
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Through negotiation; this is where two parties in conflict come together to discuss about their 

problem and come up with a decision. It is a form of problem solving where two groups with 

conflicting interests exchange ideas in order to reach a mutually agreeable resolution. 

5.4 Areas of further research 

The researcher identified the following possible areas to carry out further research in reward 

management; 

The effects of conflict on employee commitment 

The impact of conflict on employee satisfaction 
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APPENDICES 

Appendix I 

The time frame of the study 

Proposal January 

Data Collection February 

Dissertation writing February to March 

Submission March 

Appendix II 

Budget fo1· the study 

I No Items Rate AmountUGX 

' 1 Transport service 8 weeks 80,000 

8*10,000 

2 Lunch 5,000*8 40,000 

3 Typing and printings 100 pages 50,000 

500*100 

4 Photocopying 100 pages 10,000 

100*100 

5 Stationary 50,000 

6 Miscellaneous 34,500 

Total 264,500 
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Appendix ID 

Questionnair·e 

Dear respondent; 

I am called Hassan Ahmed Jama, a researcher pursuing a Bachelor's degree in Human Resource 

Management at Kampala International University. I am conducting a research on effects of 

conflicts on organizational performance. This research will be for purely academic purposes. The 

finding of this research will benefit Center for Peace and Development in Somalia as well. Please 

take time to answer for me these questions. All answers will be treated with confidentiality. 

Section A: Background information 

(Please tick in the most appropriate box or write in the most appropriate space) 

Name of the respondent ( optional) 

Surname: 

Other names: .......................... . 

Sex 

MALE 

FEMALE 

Age 

Age Group 

18- 25 years 

25-30 Years 
30-40 Years 

□ 
□ 

40 and Above 

Marital Status 

Single D 
Married D 
Widow D 
Widower D 
Divorced D 
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Level ofEducation 

Primary level 

Secondary level 

Professional 

Certificate 

Diploma 

Degree 

Others(specify) 

Section B 

What are the types of conflict situations in Center for Peace and Development in Somalia? 

Interpersonal □ 
Individual 

□ Intrapersonal □ 
Intergroup □ 
information □ 
Section C 

Is there any effect of conflict on organizational performance m Center for Peace and 

Development in Somalia? 

Yes 

No 
□ 
□ 

If yes, what are the effects? 

Positive effects 

............................................................................................. ······ ................. . 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . " . . 

... ······ ................................................ ······ ..................................................... . 

... ... ... ... ... ... ... ····-- ......................................................................................... . 

... ... ... ... ...... ... ······-·····································································································•··········--······ 
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Negative effects 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

... ...... ... ...... ... ... ... ... ... ... ... ...... ... ... ... ... ... ... ... ...... ... ... ... ... ...... ... ...... ... ...... ... ..... . 

... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... .......... . 

···························································································································· 

8. What could be the causes of conflict in Center for Peace and Development in Somalia? 

........................................................................... ······ ............ ······ ................. . 

... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ...... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ... ..... . 

... ... ... ... ...... ... ······ ....................................... ······ ............................................ . 

... ... ... ... ... ... ... ... ... ... ... ... ... ...... ... ...... ... ... ... ... ... ... ... ... ... ... ... ... .. 

Section D 

9. What could be the conflict resolution methods do you suggest to resolve the conflict in Center 

for Peace and Development in Somalia? 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . - . . - - . - . . . . . . . . . . . . . . . . . . . . . . -- - . - . . . . . . . . . . -. . . . . . - . . . . . . . . . . . . . . . . . . . . . . . . -. . . . . . . . 

.............................. ···-•· ....................................... ···--· ......... ·-- ······ ................. . 

... ... ·-· .............................. ·····- ....................................................................... . 

············································· ..................... ···································· ...... ········· 

............ ··---· ............ ······ ......... ·-- ......... ······ ....................... . 

THANK YOU SO MUCH FOR YOUR COOPERATION 
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Appendix IV 

Interview Guide 

What are the types of conflict situations in Center for Peace and Development in Somalia? 

What are the effects of conflict on organizational performance Center for Peace and 

Development in Somalia? 

What are the causes of conflict in Center for Peace and Development in Somalia? 

What could be the methods of resolving conflict you suggest m Center for Peace and 

Development in Somalia? 
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