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Abstract it
¢ primary responsibility of healthcaye v

¢ orkers | ,
well-being of the patients, although, w10 collectively see 4, the

' medical doct, ‘
institutions but of recent there has been increased agfmrinnfbyhf ;d mej:ca!
Dy other medical

: : of conflict mangge -
on job satisfaction at the University of llorin Teachin B ehamicy

g Hospital lori '
Data was collected through structured interviews # S \r Sl

of eight executives purpoc:
’ s 1 2 E 051
selected from labour unions within the establishment, Themasic analysisf:;f mr:f:ﬁ

out using Nvivo 12 software and three sub-themes emerged; welfare package,
monetary reward and career development. The study revealed that most workers
were dissatisfied as a result of headship tussles, pay structure and reward system

leading to low job satisfaction in the health sector. Therefore, the study concluded
that pay structure has a significant impact on job satisfaction, hence ca tegorising the
appropriate style of managing conflict based on the competence of individual staffso
as to get them to a satisfactory level by providing conducive work environment, room
for career development and equitable reward system. The study recommended that
issue of pay structure should be based on competences, equity and fairness in order
foremployees to get the desired job satisfaction that will promote industrial harmony
and discourage brain drain in our health sector. Also, for these set of medical and
healthcare professionals to be satisfied on their job their welfare packages must be
improved upon by their employers (government).

Keyword:  Conflict, Management dynamics, Job satisfaction, pay structure, and
Welfare package
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/Tt Management Dl.'nn;m'ri and Job Sﬁrf sfaction in the Nigerian Healtp Sector
Conflict |

f f-wa 3}

Tl . -‘!.

LOINTRODUCTION-+ -~ ey SiEE 13
Saiiog is s wotldwide phem?mgnon gnq occ_ur:s:lln an}:_settlr;g which coul -
formal or informal in nature; it can arise in any in era; ion o mfo Or more €ople ;ff
countries, organisations, family, Ispctftl_.Sethin%s, ,Conﬂ_lct 'S an integra] p, . of g
relationships and this crisis oti}enyls:‘.:_ ca.I e ] con hlct ranges fm{]1 cﬂmincmm
continent (Longe, 2013). Conflict is incyitable in human interactigy €Speciy
when it involves two or more people compeling for jobs, TeSourceg. " J
recognition and security (Adomi & Anie, 2005). It is common that limiteq FeSoure
Jjob design and organisational structure can_als.o_ create an atmosphere that e
increase the probability of conflict. An orgenisation with limited regoy e iS Moy
likely to experience conflict as their members and c.k‘partments ﬁgh“’disagree .
obtain a share of the limited resources. Under these Circumstances, the 80al of g,
individual or group cannot be reached without the_cooperat;qn ofthe Other individna[
Or group. As organizations experience more turbulence anq Uncertainty, confligy i,
the workplace will rise as long as people compete for Jobs, resources, Power
recognition and securiiy(Adom_i&Ame,}.’OOS), ; a

The presence of job satisfaction among staff assumes a po
improves and increases level of organisational oOutcomes, while the
organisations to give adequate attention to employees' job satisf‘action_ca
bad feelings which eventually leads to conflict and its attendant cong
decreased performance in the workplace (Dhanapal, Alwie, Subramania
2013). Job satisfaction directly impinged on the emotions and feelings of employees
towards the achievement of organisational goals (Azizi, Ghytasivand &
Fakharmanesh, 2012). Timely management of conflict hag the potentia] of
Improving employee satisfaction and job performance (Awan & Anjum 2015),
Management should therefore, resolve conflicts so that Organizational performance
canbe increased (Song, Dyer & Thieme, 2015), :

find lasting solutions, the federa| government in 2014

: ~omittee of experts on inter-professional relationships in the
pubhc-hela]th sector (Omisore, Adesoji & Abioye-Kutey;j, 2017). Furthermore, the
iosue of disparity in wages ang appointments into management positions has created
alot of crises between medic

Lorolcrise al doctors and other healthcare professionals leading to
dissatisfaction of workers in hospitals,
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cal ! Niiicri;z.
pesearch Question
[io“’ does conflict management dynamicg imp

act on job gyti
& (l[! 3
health sector? v

4Ction 1n the Nigeria

Research Objective

E.valuatc the impact of conflict Management (
Nigeria health sector.

, 0LITERATURE REVIEW

ynamics on joh satisfaction i gh

Based on the imperative role of job satisfaction amo

which focused on lhq impact of conflict management dynamics and

effect on job satisf'act.lon, This chapter discussed some conccptu.aldlt‘hc:ts-rFiu“am

empirical issues bringing into the fore the current stage of know]cdgc: in mngz;gﬁ”d
b ¥

ngstemployees at organisations

2.1 Conceptual Review

2.1.1 Organisational Conflict

Obi (2012) sees organisational conflict through an cmployce showing dissatisfaction
towards either his fellow workers or the policies and processes of the organization
itself thereby causes disagreements within the system by putting excessive pressure
against each other so as to get their demands. Conflict can certainly hurt an

organizational performance and lead to the forfeiture of employees which is very
important for any manager (Henry, 2009).

According to Barki and Hartwick (2004) conflict is viewed as a process which
involves a lot of dynamics when cach parties expresses negativitics during
disagreements towards the achievements of the objectives of the organization. Also,
Jehn and Bendersky (2003) defined conflict as perceived incompatibilities or
discrepant view among the parties involved. They further maintained it can produce
severe problems in an organization. The descriptions of workplace conflict as
dispute that occurs when interests, goals or values of different individuals or groups
are incompatible with each other in organizations.

Conflict is indeed an expression of disapproval, contradiction and clashes of interest
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the resolution of conflict and dispute
There are processes and pr 8 1% s conflict esolution lnechan;sln e

scs its ugly e et | (IAP) as the external mechanism for
‘ workers representative

whenever it rai
lement between the

pmccdur

special courts like industrial arol : a] mechanism,
dispute and conflict resofution- foor level sett
(union leader), meet the managem

concern work and the management.
satisfaction especially in the

influence on job : :
rs that have 1D two main groups that is

factors are divided into ‘ :
e A isfaction. Furthermore,

i +1 i | factors in staff job sat 1em
uite necessary, internal and nterna _
?ooking at eacrgof these two factors 1 VEry necessary and can 1mprove organisational

performance (Clark, Kotchen, & Moore, 2003).

There are several facto
Nigerian healthcare Sec

One of the basic factors in organisation is the kind of manag@ment_ that a manager
works. Indeed, they should have enough ability to manage their affairs and relations
with other staff, while the lack of attention and knowledge toward management legds
to emerging conflict in interpersonal relationship. In fact, the presence of conflicts
assumed one of the main factors that managers should pay attention fo. (Buckley,

2004). One of the key elements that have great contribution to the amount of

satisfaction an employee derive from its job is how efficient and effective is the
styles of

conflict management styles that it possesses. In fact, employing accurate
conflict management can be effective in getting the desired job satisfaction. The
dynamics involves in conflict resolution and management such as competing,
collaboration, compromising, avoiding and accommodation styles have huge impact
on job satisfaction (Farhangi, 2008; Slabbert, 2004).

2.2.2 Job Satisfaction

Job satisfaction can be compared to a gauge that is used in assessing workers'
affection or hatred for the job in terms how satisfied or otherwise they are with th

tasks or assignments they are assigned to carried out within an or anis:;tio Ti lc
management of conflict has the potential of improving employee Sgatisfact' - 1:rin.e g
performance (Awan & Anjum, 2015). Management should theref; i

conflicts so that organizational performance can be inc S
Thieme, 2015). reased (Song, Dyer &

Conflict management and job Satisfaction are greatly related and there are several
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213 Th coretical Review

_ s JD-R) model (D i
ob demands-resources ( (Demerouti, Bakker and :
'zrggll) explains purnout symptoms on the basis of constellationsnofojgrl:;;;:;

main assumption of this model is looki
o Tht". : . Ing at the features of
2nl:rir011ment in terms of what the job requires (demands) and the resources inv:lrger:l:i

: tasks which are classified into two b i
0 carrying those . : 0 broad categories: iob
::;d job resources that are differentially related to specific outcon%es. i

Job demands are those requirements needed to perform the assignment given to
employees Wth!'l also requires certain costs implication to do (Demerouti ef al,
2001; Demeroutl _et al. 20Q9). The central assumption of the JD-R model is that jol;
sfrains develops-irrespective of the type of job or occupation when certain job
demands are high and when certain job resources are limited. In contrast, work
engagement is most likely when job resources are high (also in the face of high
demands). This implies that the JD-R model can be used as a tool for human resource
management, especially in the resolution of conflict in organisations such as the
healthcare systems where job demands are high and resources are limited.

The model provides the study with the understanding of how work environment can
affect staff job satisfaction and performance by way of burnout and exhaustion, and
how resources such as job autonomy and social support can positively affect service

delivery which is one of the causative factors of conflicts in the Nigerian health
sector.

Empirical Review

2.1Relationship between Conflict Management and Job Satisfaction

There are many reasons as evident in various works of previous researchers that are
related to the effects of conflict management on job satisfaction. One of such works is
the work of Mehrad (2015) carried out a desk review aimed at examining the
relationship between conflict management styles and staff’ job satisfaction al
organization. The objective of the study 1s t0 examine the vital role ogconi;lg:t{
Management styles on job satisfaction among taff at workplace. He found out
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—

one of the main organizational factors among sta.ff is job satlsfact}:gn}i ;u?nce
managers should consider the correct styles of conflict management Wf uf] rings
about initiative on improved job satisfaction. It concluqed thgr one of the major
difficulties that staff faces is the presence of low level of job satisfaction, as regards
the significant population of staff in the organisation, and the nonchalant attitude of
organisational managers to the welfare and needs of employees.

Also, in the work of Shaukat, Yousaf and Sanders (2016) who exan?fned.the lml;ages
between relationship conflicts, performance and turnover intentl?ns_m Pa}ustan:
Role of job bumout as a mediator. The main focus of this paper is dissecting the
effects of relationship conflict among employees as regards their performance an_d
turnover intentions. Data were collected from 306 telecom engineers and their
supervisors and analysed using structural equation modeling. The study revealed
that relationship conflict has a negative relationship with task performance and
contextual performance is positively related to turnover intentions. Also, the three
dimensions of job burnout uniquely serves asa linkage between relationship and task

conflicts on one hand and contextual performance and turnover intentions on the
other.

In addition, Al-Mahayreh and Abdel-Qader (2015) in their work titled the effect of
the factors leading to job satisfaction on the innovation level: study on workers in
Islamic banks operating in Jordan. The objective of the study is to examine the effect
of the factors leading to job satisfaction on the innovation level, while it adopted

simple random method to analyse its data. However, the study recommended
reinforcing the innovative environment of banks.

3.0 METHODOLOGY

The study location was Un iversity
and it employed a qualitative

information from selected healthc
pharmacists, medical laboratory s
job description fitted the focus o
was collected via structured inte
analysis carried outusing Nvivo |

of Ilorin Teaching Hospital, Kwara State, Nigeria
approach using structured interviews to elicit
are professionals which included medical doctors,
cientists, technicians and others. Eight staff whose
f the study were interviewed using Nvivo12, Data
rviews, recordings were transcribed and thematic
2 software where three sub themes emerged.

4.0 DATAPRESENTATION AND DISCUSSION OF FINDINGS

Findings on the biographical details of the respondents w
respondents, out of which six were males represe
which represents 25%. There are two medi

hich shows eight (8)
nting 75%, while two were females
cal doctors and six other health
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Thematic Analysis of Qualitative D ata00

Interviews were conducted to get in-depth knowledge of the issuc under discussion.
The primary aim is to examine the impact of conflict management dynamics on job
satisfaction in the Nigerian health sector. Therefore, in line with the objective ‘uf this
study, submissions of the interviewees were analysed using thematic analysis. The
objective of this study is in line with the inte rpretive approach the pnmary data were
analysed thematically. Therefore, one theme and three sub themes that described the
relationship emerged.

Theme: Perceptions of Conflict Management Dynamics and Job Satisfaction

Jobsatisfaction is a measure of employees perception ofhow coEucmtd or mhm

:hﬁy are within the work environment, looking at their cﬂnnibuttom:ind the rewa

aﬂ‘g‘;tg ¢t from the ‘_Dl’ganisation. Job satisfaction can be measu
v¢, and behavioural components.
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\/eltare package Promotion
e

e .

Monetary reward Equitable reward{ §
system

.

-

Achievement an
Recognition

Source: Nvivo Output (2019)
Figure4.1 Informants' perception on job satisfaction

Welfare Package

A welfare package plan refers to all the components of a compensation package
(wages, salarics, leave bonuses, sponsored training, healthcare benefits, insurance
and other ancillary benefits), the manner in which the packages will be distributed in
orderto get the desired results.

NMAL in his submissions has this to say on how welfare package affects job
satisfaction “Workers feel satisfied on their job when they get welfare packages that
are in consonance with their efforts. Despite the perceived huge salaries being
received by health workers, there is still a very huge gap between what we put in as
cfforts and what we received as salaries. For example, hazard allowance is only five
thousand naira (5000) which is not cnough as against the hazardous nature of our job.
Doctors and other health workers face the risks of contacting diseases such as HIV,
Ebola etc in the course of our work. As a result of this, improved welfare package
which Ieads o efficient service delivery is nccessary, in a situation where such does
not exist workers tends to play safe and not perform to the fullest.”

Similarly, NMA2 also align with the view of the last contributor on the issue of
welfare package “When governments sign agreements with labour unions
especially in the health sector, it should ensure that those agreements are honoured.
The welfare package of workers should be improved while monctary reward be
increased to improve productivity which in turn leads to efficient service delivery.
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o satisficd, I'ijnrcl system should be equitable and fair to all
workers: promotion should be « thing of right and not based on
hould be recognized to encourage others to put in more

cs , -
.illﬂgtln g AC]I]CVCII]LIH she ' |
wents feffectiveserviceto patients”

flor
ef erviewer 3 also said this on the burning issue of welfare package inthe
i 10‘“' ¢ (his s whathe said, when it comes to monctary reward, the issue of call-
heal secto ' ceadily comes 10 mind while some doctors collect call-duty
allowe ¢ doing much, this makes other health professionals feel aggricvcci.
allowd"™ " ors @ siven opportunitics 10 develop their carcer while other
50, 40O 1ot to their fate. An example is the residency period for doctors

ars to ten (10) years without them even asking forit.”

Nvivo-output (2019).
Figurc4.2 Perception on Welfare package

Monetary Reward

yees' behaviour and organizational effectiveness

Compensation determines emplo
s as a motivator for

and from a psychological standpoint, compensation Serve
increased employees' performance and unless the compensation system is done
f]{ﬁht, other qrganizational policies and procedures cannot have their desired effects.

e centrality of compensation/reward systems :s obviously displayed in our
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avervday hite,

Allemployees on the same level and with the same educational qualification who are
on a job category can be paid the same kind of wage or there can be some level of
consequential adjustments in- relation to their contributions to the bottom-line.
Distinetions in pay across employees can be large or small: the system can be
hierarchical with most of the monetary benefits going to top executives whereas
lower-level employees are paid the lowest possible rates, or the compensation
system can be more egalitarian, with greater parity across organizationa) echelons;
ole,NMA2 also aligned with the above narratives on monetary reward, his views
200N thus; 4+

Monetary reward which comes from pay structure is not really affecting
service delivery but other health workers felt doctors are being over-paid. As
an intern he is already on grade level 10 from the first day he leaves the
medical school for houseman ship, Henee, if you want to stem the tide of

brain drain doctors have to be well-paid because medicine as a profession is
universal,

Similarly, NARDI also buttressed the point of his medical colleague on the issue of
reward system in the Nigeria health system

“When governments sign agreements with labour unions especially in the
health sector, it should ensure that those agreements are honoured. The
welfare package of workers should be improved while monetary reward be
increased to improve produetivity which in turn leads to efficient service

delivery.
—= | «———Codes————
nterview3
Codes
N\
interview1

Figure 4.3 Perception on Monetary reward
Author's Computation (2019).
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ligeria health scctor % bedevied with so many conflicts due to what is
The P Siasthe overbearing and domineering influence of Medical Doctors overall
perce Vm fessionals in the health sector. Departments, units and other sections in
other P < are being headed by medical doctors at the detriment of other healthcare
hOSF nals as pharmacists, medical laboratory scientists, anatomists and SO On

rofessio d points formed part of
¢ the above stated points formed part of the agreements between t
owever  nd JOHESU in2014. e theFederal

Gm_.cmm{:l‘lt an
it is on record that only medical doctors are appointed chief medical

hospitals, while other professionals like pharmacists, laboratory
not allowed to reach the peak of their careers.

In addition,
directors 10
scientists are

Corroborating the 'above: view on career devel(_)pment 1s NARD2, in his words
egervice delivery is rqajorly affected by conflict as a result of the inability of
govcmmcnt to honour its agreement. There are a }ot of agreements that the federal
ggvemment have not honoured. Many have lost interest because of non-equitable

distribution of welfare parfkagc:v. through discriminatory pay structure which
Jltimately affects service delivery in the health sector.

Conflictand dispute arise as aresult ofno job description; this has led to a lot of crises
between NMA, JOHESU and other allied unions within the hospital system. This
burning issue of headship and appointment in the health sector is mainly pronounced
hecause of lack of clear-cut job description. While doctors maintain that it is their
traditional role to head hospitals, departments and units within the system, other
professionals within the healthcare sector sees this as a way of preventing them from
getting to the top of their chosen career”

Achievement and Recognition
When employee reach certain level of goals or producing high results in the
workplace, recognising or honouring employee for such level of service is meant to

encourage repeat actions, through reinforcing the behaviour you would love to see.

In addition, recognition could be described as an act of recognising or condition of
being recognised. However, the intention of reward management is to fairly and
equitably compensate employees in relation to input-output ratio.

JHS2 in his words said “Improve relationship at work place should be encouraged.
The government through its various agencies and supervising ministry should ensure
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that wage structure in the healthcare industry is fair, equitable and ju§t. Thc issue of
wages and salary administration has been one of the most problematic in the health
sector, which has led to a lot of dispute and crises that in the end adversely affect

service delivery”.

5.0 CONCLUSION

One of the major impediments to staff job satisfaction in organisations is the inability
of managers to understand the dynamics involved in con flict and to deploy
appropriate conflict management style to extract the commitment and satisfaction of
workers towards increased performance. Therefore, categorising the appropriate
style of managing conflict based on the competence of individual staff so as to get
them to a satisfactory level by providing conducive work environment, room for
career development, equitable reward system. In addition. there should be clear job

description for staffto know their official boundaries so as tonip conflict in the bud.

5.1 RECOMMENDATIONS

The Nigeria health system should be based ona: sward system that is equitable, fair
and just. While emoluments of the healthcare workers should cover improved

welfare package, good reward system. In addition, monetary reward such as
bonuses, allowances and other ancillary benefits should be attached to work to make
it more attractive, while workers should be given the opportunity to develop their

careers to the peak.

The study recommended that issue of pay structure should be based on competences,
equity and fairness in order for employees to get the desired job satisfaction that will
promote industrial harmony and discourage brain drain in the Nigerian health sector.
Also, for these set of healthcare professionals to be satisfied on their job, their
welfare packages must be improved upon by their employers ( government), in order

to nip conflict in the bud.
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