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ABSTRACT

The study investigates alternative dispute resmtutind the performance of Shell Nigeria Plc, Poatddurt
branch. It's intends to find out how alternativesglite resolution (conciliation, arbitration and iadéidn) enhances
performance of Shell Nigeria Plc, Port Harcourtnota The major problem is that dispute is repegtedturred in the
organization and the organization tends to be amtfuon the right alternative dispute resolutionhmétto choose.
The main objective is to examine the alternativapdte resolution on the performance of Shell Nag@ic, Port Harcourt
branch. Point in time data were collected from iynsource. The Ordinary Least Square was adopigdirsding reveals
that alternative disputes resolution in terms ofdlation, arbitration and mediation contributeégnificantly to the
performance of shell Nigeria Plc, Port Harcourtnota It is therefore recommend that Shell Nigeiig Port Harcourt
branch should continue to apply alternative dispetolution methods in solving dispute in the oigation since it

increases performance of the organization.
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INTRODUCTION

Dispute is an indispensable part of societal imtigwa since the inception of human settlementt I inot well
taken and resolved early, dispute between two iddals, that is organization and community will wrap and become a
treat to national security, peace and stability amein reduced the performance of such organizaitternative Dispute
resolution has got wide acceptance to resolve thspue to its perceived advantages. Needless tesgay court officials,

who used to consider ADR as taking of court powezpgnized the need of ADR as a choice to settieutié.

One of the issues has to do with respect to thegnding communities within which the oil wells agploited.
Some of these communities still suffer environmedé&gradation, which leads to deprivation of meahBvelihood and
other economic and social factors. Although largecpeds are obtained from the domestic sales goarteaf petroleum
products, its effect on the growth of the Nigereamonomy in the community as regards returns andygtority is still
guestionable, hence, the need to evaluate theveelatpacts of alternative dispute resolution o@ prerformance of Shell

Nigeria Plc.

Previous studies such as Olufayo and Ladipo (2&t@)ly the impact of alternative dispute resolutam
organizational performance in the cosmetic manufagy firms and Lungazo (2011) assessing the impéetiternative
dispute resolution on organizational performanasecstudy of Mukwano industry in Kampala. This gtdidls the

research gap by investigating the impact of alt&raadispute resolution on the performance of getk@il company in
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Nigeria, using Shell Nigeria PLC Port Harcourt lfams a case study.

The main objective of this study is to investigtte impact of alternative dispute resolution on pleeformance
of selected oil company in Nigeria, with referenaeShell Nigeria Plc Port Harcourt branch. The fjeobjectives are to
determine the impact of conciliation on the perfante of Shell Nigeria Plc (Port Harcourt branch)examine the impact
of arbitration on the performance of Shell Nigefia (Port Harcourt branch) and the evaluate theaoghpf mediation on

the performance of Shell Nigeria Plc (Port Harcdmwench).

The scope of this study is restricted to the impacaltdrnative dispute resolution on the performanfceetected
oil company in Nigeria, with reference to Shell Blia Plc Port Harcourt branch. This study is chosecause Shell
Nigeria Plc has been actively involved in the fiafl Arbitration and other areas of Alternative Disp Resolution
including Mediation and Conciliation. As at datehe8 Nigeria Plc has handled several domestic amdrimational
commercial arbitration proceedings representingntdi before the International Centre for Settlem@ntnvestment
Disputes (ICSID), International Chamber of Commeii€xC) and the Arbitration Institute of the StockimoChamber of
Commerce (SCC).

This study contributes to and extends the front@frexisting knowledge on the area of alternativgpdte
resolution and organizational performance by exmpshe ways Shell handles the ADR around its enwirent of
operation. It also touches one of the sensitivasathat need regular attention in every organinafilhe management of
Nigeria Shell Nigeria Plc as well as other oil istiies in Nigeria will see the need of the thisessh in terms of
understanding more about alternative dispute réisoland its impact on organizational performaridas study will also
be of importance to policy makers in any organa@atiecause it will enable them manage disputedin trganization and

also assist them in their decision making.
The null hypotheses are stated below:
e Hg: There is no significant relationship between dlimiton and the performance of Shell Nigeria Plc
e H,: There is no significant relationship between #wdtion and the performance of Shell Nigeria Plc
* Has There is no significant relationship between Mgidh and the performance of Shell Nigeria Plc
CONCEPT OF ALTERNATIVE DISPUTE RESOLUTION

Alternative Dispute Resolution is a generic terracuto describe a range of procedures designedtader ways
to resolving a dispute as an alternative to coudc@dures. The Joint Symposium cited in Ekamen 4p@iefines
Alternative Dispute Resolution as an approach éostittlement of disputes by means other than bindiécisions made by
courts or tribunals. As a general matter, ADR isdolly understood as involving the use of negotmtimediation,

conciliation, or arbitration.

The National Alternative Dispute Resolution AdvigdCouncil (NADRAC) has defined ADR as an ‘umbrella
term for processes, other than judicial determimatin which an impartial person assists those dilspute to resolve the
issues between them (Raphael, 2011). Some methacts,as mediation, involve seeking resolution bgagent reached
between the parties. Other methods for resolvispudes, such as arbitration, may involve bindintgheination by a

third party. There are also a variety of ‘altermatimeans by which judicial officers may involvedapendent third parties
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to assist in the resolution of cases that are bigiggted. ADR techniques may be used to determsimme or all of the
legal and factual issues in dispute. ADR may beleyag by agreement between the parties, at theestigg of the court
or by direction or order of the court. Sometimes term ADR includes approaches that enable padiesanage and

resolve their own disputes without outside asscgisaac, 2010).
CONCEPT OF ORGANIZATIONAL PERFORMANCE

Organizational performance is the final achievenwdran organization which is measured either imrfitial and
non financial indicators, and contains a few thjrggch as the existence of certain targets areeaeth has a period of
time in achieving the targets and the realizatibrefficiency and effectiveness (Gibson et al., 2010rganizational
performance refers to ability of an enterprisedbi@ve such objectives as high profit, quality pretl large market share,
good financial results, and survival at pre -detead time using relevant strategy for action (Kao&t Donnell, 2003).
Organizational performance can also be used to tiew an enterprise is doing in terms of level affipy market share
and product quality in relation to other enterpsige the same industry. Consequently, it is a céifte of productivity of
members of an enterprise measured in terms of veygrofit, growth, development and expansion ef dinganization.
All types of organization whether its small or bpmblic or private, for -profit or non-profit, sgygle for survival. In order
to survive, they need to be successful (effective efficient). To assure their success, organinatimust perform well.
Ultimately, performance lies at the heart of anynagerial process and organizational construct andhérefore
considered as a critical concept in the strategioagement field. Organizational performance indydeultiple activities
that help in establishing the goals of the orgaioma and monitor the progress towards the targ@hrison et al., 2006). It
is used to make adjustments to accomplish goals mafficiently and effectively. Organization perfante is what
business executives and owners are usually frestrabout. This is so, because even though the gsedoof the
company are hard -working and are busy doing ttasks, their companies are unable to achieve thenpt results.
Results are achieved more due to unexpected ewedtgjood fortune rather than the efforts made leyemmployees.
However, for any business to be successful, funstimust be defined and accomplished. It is imporfan an
organization to develop strategies that are dedigm®und the skills that would enhance the perfoceaof the

organization.
EMPIRICAL STUDY

Olufayo and Ladipo (2012) studied the impact oéralative dispute resolution on organizational penfmnce in
the cosmetic-manufacturing firms. The researchgieadopted was cross sectional descriptive deJiga.population of
the study comprised of all the 8 cosmetic compaoEsating in Kenya. The study used primary datéckwwas collected
using self-administered questionnaires. The dali@ated was analyzed using statistical packagesémial sciences and
presented in tables and charts. The study foundhatitalternative dispute resolution in terms oficbation, arbitration

and medication contribute positively to organizasibperformance in terms of efficiency and effeesiv

Lungazo (2011) assessing the impact of alternatispute resolution on organizational performanasecstudy
being Mukwano industry in Kampala. The researctmdua cross sectional research design with botlitativee and
guantitative methods with a population study of Xs®ple out of which a sample size of 40 employwas chosen.

Stratified sampling design was used to divide thepleyees into strata, which were departments undgch the
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employees worked, and they included marketing, atfmral, production and supply departments. Usingpke random
sampling respondents were chosen from the diffedlepartments selected and questionnaires distdiiotehe selected
respondents from the four departments in the imguBbth the primary and secondary data was usedglaollection of
data. Data was collected by use of questionersohrdrvation method s and analyzed in form of talflaglings revealed
that alternative dispute resolution in terms of alietion, arbitration and medication is insigndiat to organizational

performance.

THEORIES OF ALTERNATIVE DISPUTE RESOLUTION
Traditional Theory

The traditional theory of alternative dispute resioin is based on the assumption that conflicts lkza@, are
caused by trouble makers, and should be subduedtratitional theory, views conflict as somethirayrful that can
changed the way the community perceive conflica asality of organizational life. Traditional appahes to managing
interdepartmental conflict emphasized such mettasigonflict avoidance (separating departments lcagng them
physically), regulating a conflict by introducingw rules and procedures, seeking a form of "lefiglisolution (by
appealing to higher organizational authoritiesjngsdepartmental representatives to reach a conipeoagreement or
seeking mediation or arbitration from an outsidelypoSuch conflict management methods may indeeduys® an
agreement and may also reduce the level of corfflittavior between departments and even legitimée levels of
performance. They may however not achieve a gentomdlict resolution because they merely refle@rpetuate and

occasionally aggravate a win-lose pattern of imtgwas (Amusan, 2012).
Contemporary Theory

Contemporary theory of disputes management recegritzat conflicts between human beings are unablada
They emerge as a natural result of change and edeheficial to the organization, if managed eéintly. Current theory
(Kirchoff & Adams, 1982) considers innovation amachanism for bringing together various ideas aadpoints into a
new and different fusion. An atmosphere of tensam hence conflict, is thus essential in any aggdion committed to

developing or working with new idea.
Holton Theory

The Holton Theory of Conflict Management was paded by Susan Holton in 2003, and is one whichlzan
used with any conflict in any setting. It is impamt that all parts of the model are used. Atteraptsonflict management
often fall apart when the conflict is not cleartientified or understood. The saying. A problem waelfined is half solved"
is certainly true for conflict, because only afentifying the conflict can anyone begin to manag®ften the presenting
conflict, the one that is the most visible, is eitla mask for other conflict or only one of a numbkconflicts facing the
organization. After the conflict is identified andderstood, it is necessary to identify possiblatsms. No problem has
only one solution, it is the responsibility of tharties in conflict to find the range of alternatisolutions, and then to work
with a process to determine which solution is bBst.the parties in conflict are not yet finishadass there is a clear and
specific plan of action, otherwise the conflict mgament process can again fall apart. The thil ist¢he process is to
create that plan of action and to follow it. Witetfollowing three steps of the Holton theory ohftict management

process, any conflict which an organization facas lse managed. Identify the conflict; identify smlos and implement
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solutions. At the core of this theory is commurimat all people involved in the conflict must wodn effective
communication, including both speaking and listgnim order to understand the conflict, one must §peak clearly and

honestly about their issues and then must listemgely to others involved in the conflict.
John Dewey Theory

John Dewey theory of dispute management explainflicomore fully and at the same time provide gunide in
dealing with conflicts effectively. This theorylimsed on the problem-solving technique introdugedidihn Dewey (2006)
and used by most contemporary theorists (Beebe &t&ison 2008). The assumption made here is thatpetsonal
conflict is essentially a problem that needs tosblred.According to this theory to manage conflict effeety in any
organization, certain steps should be carefulljofeéd, first and foremost the conflict should bdimted, then possible

solutions should be examined, then tested and a&tealbefore accepting or rejecting the solutiorffpred.

MODEL OF CONFLICT MANAGEMENT
Blake and Mouton Model

The first conceptual scheme for classifying thdestyf managing interpersonal conflicts was progdseBlake
and Mouton (2009), which is forcing, withdrawingp®@othing, compromising, and problem solving. Thedeiavas based
on a two main dimensions: production concern araplgeconcern. These dimensions describe the attibfithe manager
of being a task or relation oriented leader, frommiclr combination result five leadership style. Betht (2011), also
contributed to the works of Blake and Mouton, hstfsuggested the two factors cooperative—competitiodel in the
research on social conflict. Similarly to game tlyeperspective, this model uses a cooperative—ctitiygecontinuum to
simplify the categorization of conflicts. Deutsahdaassociates have suggested that the coopergtigecempared to the
competitive style is more effective in managing ftiof) leads to a more functional outcomes, altHotigese studies have

not presented evidence of a positive correlatidwéen cooperative style and job performance andymtivity.
Thomas-Kilmann Model

The Thomas-Kilmann model of dispute management dessgned by two psychologists, Kenneth Thomas and
Ralph Kilmann (2001), to illustrate the options mgers have when handling conflict. There are twoedisions in the
model, the first dimension, the vertical axis, @hcerned with conflict responses based on our attéenget what we
want, Thomas and Kilmann (2001), call these theeréigeness options. The other dimension, the hot&oaxis, is
concerned with responses based on helping othéraitge they want. They call these the Co-coopeeatgs options.

There are five (5) options in conflict resolutionthe Thomas-Kilmann model.
METHODOLOGY

The research used descriptive research design raimthoy least square regression to analyze the @etta for
this study was gathered from primary source throtinghuse of structured questionnaire. The popudatiothe study is
made up of all the management staff and non-managestaff of Shell Nigeria Plc. There is 108 mamaget staff and
non management staff of Shell Nigeria Plc, Portddart branch. A questionnaire was design to collgooint in time data
from management staff and the questionnaire wadrigtered to all the staff randomly. The researst@llected the

information through the helped of some managenmiaft at the branch. A five point likert scale wdscadesigned and
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108 copies of questionnaire was distributed andiczessful return of 85 copies of questionnaire thas used in the
analysis and a simple statistical model was deeslaggnd ordinary least square method of regressamagopted. The

simple regression models are stated below:

PEF =a+ RCON+M ...cevevennn. 1
PEF =a+ R ABRTHU....cecvvinnee, 2
PEF =a+ BMED+M...ccoviiiiiiiiiie e, 3

a= intercept, (= independent variable, PEF is Organizational Pevdmce, CON= Conciliation, ABRT =

Arbitration, MED is mediation and p = Error term
DATA ANALYSIS

Table 1: Does Shell Nigeria Plc Manages Dispute the Organization Effectively?

Responses| Frequency | Percentage (%)
Yes 78 91.76
No 7 8.23
Total 85 100

Field Survey, 2016
The above indicates that 91.76% of the respondactept that Shell Nigeria Plc Manages dispute @ th
organization effectively and 8.23% of agreed thhtlSNigeria Plc does not Manages dispute in thganization

effectively.

Table 2: Is There Frequent Cases of Dispute betweehe Organization and the Communities?

Responses Frequency Percentage (%)
Yes 64 75.29
No 21 24.70
Total 85 100

Field Survey, 2016
The above indicates that 75.29% of the respondmrdspt that there are frequent cases of disputeebatthe
organization and the communities, and 24.70% otedjrthat there are no frequent cases of disputeebat the

organization and the communities.

Table 3: Shell Nigeria Plc Adopted Alternative Dispite Resolution to Solve Dispute in the Organization

Responses| Frequency | Percentage (%)
Yes 81 95.29
No 4 471
Total 85 100

Field Survey, 2016
The above indicates that 95.29% of the respondactspt that Shall Nigeria Plc adopted Alternativepdte
resolution to solve dispute in the organization dndl% of agreed that Shall Nigeria Plc does naiptetl Alternative

dispute resolution to solve dispute in the orgaiora
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Hypothesis 1: Conciliation and Performance of SheNigeria Plc

Table 4: Shell Nigeria Plc Always Adopt Conciliatimm as Alternative Dispute Resolution

Field Survey, 2016

Method to Solve Dispute in the Organization

Responses Frequency | Percentage (%)
Strongly Agree (SA) 34 40.00
Agree 28 32.94
Undecided (UN) 2 2.35
Strongly Disagreed (SD 12 14.11
Disagreed 9 10.58
Total 85 100

The table indicates that 40.00% of the respondstisngly agreed that Shell Nigeria Plc always adopt
conciliation as alternative dispute resolution meltko solve dispute in the organization. 32.94%hefrespondents agreed
that Shell Nigeria Plc always adopt conciliation aernative dispute resolution method to solvepdis in the
organization and 2.35% of the respondents were aidele. 14.11% of the respondents strongly disagteat Shell
Nigeria Plc does not always adopt conciliation leermative dispute resolution method to solve dispa the organization.
10.58% of the respondents disagreed that Shellridigelc does not always adopt conciliation as altdve dispute

resolution method to solve dispute in the orgaropat

Table 5: The Performance of Shell Nigeria Plc Hasnhproved or Continually Increased Over the Years

Responses Frequency Percentage (%)
Strongly Agree (SA) 24 28.23
Agree 38 4471
Undecided (UN) 1 1.17
Strongly Disagreed (SD) 15 17.64
Disagreed 7 8.23
Total 85 100

Field Survey, 2016

The table indicates that 28.23% of the respondsintsgly agreed that performance of Shell Nigefia s
improved or continually increased over the yeads7#% of the respondents agreed that performan&haf Nigeria Plc
has improved or continually increased over the yeard 1.17% of the respondents were undecided4% & the
respondents strongly disagreed that performan&hefi Nigeria Plc does not improved or continudtigreased over the
years. 8.23% of the respondents disagreed thabrpeahce of Shall Nigeria Plc does not improved ontimually

increased over the years.
Ordinary Least square
Using E-view Statistical Software Package

PEF =a+ RCON
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Dependent Variable: PEF

Method: Least Squares

Date: 03/10/16 Time: 03:56

Sample: 1 85

Included observations: 85
Variable CoefficientStd. Error [t-Statistic| Prob.

C 0.341189 0.072453 4.709129 0.0000
CONO1 0.894174 0.027712/32.26614 0.0000
R-squared 0.92616@Viean dependent va.32941

Adjusted R-squared.925274( S.D. dependent varl.28534
S.E. of regression| 0.351362kaike info criterion0.76924
Sum squared resid  10.246F8chwarz criterion [0.82672
Log likelihood -30.69305Hannan-Quinn critgd.79236
F-statistic 1041.104Durbin-Watson stat0.52795
Prob(F-statistic) | 0.000000 |
(Source: Data output from e-view statistical paeka?16)

PEF =a+ RCON

PEF  =0.34+0.89CON
SE =0.07 0.02

t* =4.7032.2

p* =0.00 0.00

R? =0.92

Adj. R?=0.92

F-statistic 1041.104 (prob) 0.00
DW = 0.52

From the regression result, alternative disputelatisn coefficient for conciliation (CON) is posieé and
significant in achieving performance of Shell NigePIc, Port Harcourt branch. The p-value of 0.80ess than the t-
statistic value of 32.2 and the standard error evalti 0.02 is less than the t-statistic value. Tihiplies that there is
significant relationship between conciliation (COahd performance (PEF) of Shell Nigeria Plc, Paatddurt branch.
The coefficient of determination®rof 0.92 indicates that 95% of variation in penfiance (PEF) can be explained by
alternative dispute resolution (Conciliation: CONhe remaining 8% can be explained by other relédetbrs not noted
in the regression model. The f-statistic value 6#1.104 is significant at p-value of 0.00. Therefowe accept the
alternative hypothesis that there is a signifiaatationship between conciliation (CON) and perfante (PEF) of Shell

Nigeria Plc, Port Harcourt branch.
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Hypothesis 2: Arbitration and Performance of ShellNigeria Plc
Table 6: The Adoption of Arbitration in Shell Nigeria Plc is Always Effective

Responses Frequency | Percentage (%)
Strongly Agree (SA) 31 36.47
Agree 23 27.06
Undecided (UN) 2 2.35
Strongly Disagreed (SD) 17 20.00
Disagreed 12 14.11
Total 85 100

Field Survey, 2016

The table indicates that 36.47% of the respondsintsgly agreed that performance adoption of Aaltiitin in
Shell Nigeria Plc is always effective. 27.06% o lespondents agreed that adoption of Arbitratio8hell Nigeria Plc is
always effective and 2.35% of the respondents werdecided. 20.00% of the respondents strongly chealythat
adoption of Arbitration in Shell Nigeria Plc is naliwvays effective. 14.11% of the respondents dessdjthat adoption of

Arbitration in Shell Nigeria Plc is not always effve.
Ordinary Least square
Using E-view Statistical Software Package

PEF =a+ 3 ABRT

Dependent Variable: PEF
Method: Least Squares
Date: 03/10/16 Time: 03:57
Sample: 1 85
Included observations: 85

Variable Coefficient | Std. Error | t-Statistic Prob.
C 0.420729 0.119876 3.509695% 0.00Q7
ABRT 0.768901 0.041390 18.57689 0.0000
R-squared 0.80612Q0 Mean dependent var 2.329412
Adjusted R-squared 0.803784 S.D. dependent var 5348
S.E. of regression 0.569357 Akaike info criterion 731631
Sum squared resid 26.90593 Schwarz criterion 10821
Log likelihood -71.72183| Hannan-Quinn criter. 1.789
F-statistic 345.1007| Durbin-Watson stat 0.2365%59
Prob(F-statistic) 0.000000

(Source: Data output from e-view statistical paek&216)
PEF =a+ 3 ABRT

PEF  =0.42+0.76ABRT
SE =0.11 0.04

t* =3.50 18.57

p* =0.00 0.00

R? =0.80
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Adj. R*=0.80
F-statistic 345.100 (prob) 0.00
DW =0.23

From the regression result, alternative disput®lotien coefficient for Arbitration (ABRT) is posie and
significant in achieving performance of Shell NigePIc, Port Harcourt branch. The p-value of 0.80ess than the t-
statistic value of 18.57 and the standard errouevaf 0.04 is less than the t-statistic value. Tihiplies that there is
significant relationship between Arbitration (ABR@hd performance (PEF) of Shell Nigeria Plc, Paatddurt branch.
The coefficient of determination®rof 0.80 indicates that 80% of variation in penfiance (PEF) can be explained by
alternative dispute resolution (Arbitration: ABRT)he remaining 20% can be explained by other réltetors not noted
in the regression model. The f-statistic value 456.300 is significant at p-value of 0.00. Therefone accept the
alternative hypothesis that there is a significqatationship between Arbitration (ABRT) and perfeammee (PEF) of Shell

Nigeria Plc, Port Harcourt branch.

Hypothesis 3: Mediation and Performance of Shell Njeria Plc

Table 7: Mediation is Used in Shell Nigeria Plc idlot Effective Tool to Resolve Dispute in Organizatin

Responses Frequency | Percentage (%)
Strongly Agree (SA) 11 12.94
Agree 18 21.17
Undecided (UN) 2 2.35
Strongly Disagreed (SD) 30 35.29
Disagreed 24 28.23
Total 85 100

Field Survey, 2016

The table indicates that 12.94% of the respondeintmgly agreed that mediation is used in ShelleN&gPlc is
not effective tool to resolve dispute in organiaati21.17% of the respondents agreed that medi&iarsed in Shell
Nigeria Plc is not effective tool to resolve digput organization and 2.35% of the respondents wedecided. 35.29% of
the respondents strongly disagreed that mediasonsed in Shell Nigeria Plc is effective tool tsole dispute in
organization. 28.23% of the respondents disagreatdmediation is used in Shell Nigeria Plc is dffertool to resolve

dispute in organization.
Ordinary Least square
Using E-view Statistical Software Package

PEF =a+ RMED

Dependent Variable: PEF
Method: Least Squares
Date: 03/10/16 Time: 03:58

Sample: 1 85
Included observations: 85
Variable Coefficient | Std. Error t-Statistic Prob.
C -0.220074 0.210412 -1.04592p 0.2986
MED 0.739612 0.056449 13.10234 0.0000
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R-squared 0.674090 Mean dependent var 2.329412
Adjusted R-squared 0.670164 S.D. dependent var 5348
S.E. of regression 0.738189 Akaike info criterion 252014
Sum squared resid 45.2286[0 Schwarz criterion 284914
Log likelihood -93.79561| Hannan-Quinn criter. 2.232
F-statistic 171.6717| Durbin-Watson stat 0.136818
Prob(F-statistic) 0.000000
(Source: Data output from e-view statistical paeka?16)

PEF =a+ RMED

PEF =0.22 - 0.73MED

SE =0.210.05

t =(1.04) 13.10

p* =0.290.00

R? =0.67

Adj. R>=0.67

F-statistic 171.67 (prob) 0.00
DW =0.13

From the regression result, alternative disputelugien coefficient for Mediation (MED) is negativand
insignificant in achieving performance of Shell B Plc, Port Harcourt branch. The p-value of d9ss than the t-
statistic value of 13.10 and the standard errouevaf 0.05 is less than the t-statistic value. Tihiplies that there is
significant relationship between Mediation (MEDdaperformance (PEF) of Shell Nigeria Plc, Port tdart branch. The
coefficient of determination {r of 0.67 indicates that 67% of variation in perfiance (PEF) can be explained by
alternative dispute resolution (Mediation: MED).eTtemaining 20% can be explained by other relaetbfs not noted in
the regression model. The f-statistic value of &71s significant at p-value of 0.00. Therefore, aseept the alternative
hypothesis that there is a significant relationdtgpwveen Mediation (MED) and performance (PEF) leéISNigeria Plc,

Port Harcourt branch.
DISCUSSION OF FINDINGS

From the above results and analysis, alternatisputies resolution and performance of Shell NigBtia Port
Harcourt branch is significant. This shows thaerative disputes resolution in terms of concitiafi arbitration and
mediation contributes significantly to the perfomoa of selected oil company with reference to sNéderia Plc, Port
Harcourt branch. The finding is inline with the ding of Olufayo and Ladipo (2012) and consistenthwiohn Dewey
theory of dispute management which, explains tlgiude more fully and at the same time provide go@t in dealing
with dispute effectively. The assumption made thtrpersonal conflict is essentially a problemt theeds to be solved.
According to this theory, to manage dispute effedyi in any organization, certain steps should drefully followed, first
and foremost the dispute should be defined, and plessible solutions should be examined, thendestel evaluated

before accepting or rejecting the solution proffere
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CONCLUSIONS AND RECOMMENDATIONS

This study concludes that alternative disputesluéism and performance of selected oil company wéterence
to shell Nigeria Plc, Port Harcourt branch is digant. This shows that alternative disputes resmiuin terms of
conciliation, arbitration and mediation contributggnificantly to performance of shell Nigeria PRort Harcourt branch.
It is therefore recommend that Shell Nigeria PlostFHarcourt branch should continue to apply akéue dispute

resolution methods in solving dispute in the orgation since its increase performance of the ongdion.
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Questionnaire

Instruction

This form is designed to generate data for analysihis study. You are required to answer the tjores by

ticking one of the boxes provided against eachtipreshe one that best describe your opinion
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Section A

1) Does Shell Nigeria Plc Manages dispute in tlgaoization effectively?
a) Yes () b) No ()

2) Is there are frequent cases of dispute betweenrganization and the communities?
) Yes () b) No ()

3) Shell Nigeria Plc adopted Alternative disputsofation to solve dispute in the organization?
a) Yes () b) No ()

Section B

You are required to answer the following questigrtibking on the option provided. Note the folloginvhere A

= Agreed, SA = Strongly Agreed, D= Disagreed, SBtrongly Disagreed and UND = Undecided

Alternative Dispute Resolution Related Questions

Questions A SA D SD | UN

Strategic Direction

Shell Nigeria Plc always adopt conciliation asralgive dispute
resolution method to solve dispute in the orgaiopat

The adoption of Arbitration in Shell Nigeria Plcabvays effective?
Mediation is used in Shell Nigeria Plc is not effeg tool to resolve
dispute in organization

Performance related questions

The performance of Shell Nigeria Plc has improvedcontinually
increased over the years
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