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Abstract -  Conflict may be defined as a struggle or a 

contest between people with opposing ideas, beliefs, and 

needs. It also involves acquiring skills related to 

conflicts resolution, self-awareness about conflict 

modes, conflict communication skills, establishing a 

structure for management of conflict in your 

enviourment. It occurs when two or more people oppose 

one     another because their needs, wants, goals or 

values are different. Employees have to maintain their 

relationships between them. In an organization, 

generally people trapped in conflict situation, 

sometimes they able to resolve it and sometimes not. 

Conflict is further aggregated in today’s context due to 

changes in technology, global shifting of power, 

political unrest, financial uncertainties, operational 

procedures, personnel, financial climate and even 

corporate, philosophy and/or vision. Conflict arises due 

to variety of factors it may be individual’s differences in 

expectations goals and values. Conflict may be arises 

when an employee make a presenting his own views 

and opinion and he invite others to do the same. In 

such situation different opinions and views can lead 

conflict in between them. On the other hand, it is not 

necessary that every employee can equally participate in 

group discussion. Every person is belong different 

personality and religion. It is depend on the type of the 

person. Some people are usually shy from nature and 

only like to do their work or some are very frank and 

open minded who like to share and express their 

opinion and ideas with their fellow members. When 

each and every person is not participating in the 

discussion, it can lead conflict in an organization. 

Conflict also arises when individuals are not able to 

choose among the available alternatives course of 

action. Conflicts flourish because of multifariousness 

components or different elements. These may be 

individuals in targets, anticipation, out-look, modal 

values and proposed course of action proposition about 

how best option to tackle the situation. Conflict is 

dynamic process. If conflict arises in an organization it 

affects the productivity and working relationships and 

the factors influencing the degree of impact of conflict. 

A conflict between two individuals implies that they 

have conflicting values, attitudes and goals.  

Keywords: Conflict, goals, values, behavioural 

attitude, different perceptions, communication 

skills and group discussion.  

I. INTRODUCTION  

Workplace is so often septic by jealous, 

hearsay, murmuring, unfavourable judgment, 

caustic remark, unpleasant gossiping ant 

commenting, and politicking that it creates the 

environment of doubts distrusters and negativity. 

Sometimes luck is become so hard even employees 

do not like to see the faces of one another they are 

feeling hate from each other. It circulated the 

personal level starring to mixing up of professional 

and personal lives and annihilating the workplace 

concord. Meanwhile, where in the other 

organizations the employees and workers is love 

and do affection with their work and task because 

they can verbalize their emotions and feelings to 

one other and colleagues and trust the organization 

or work place for motivation and its leaderships. In 

such places reciprocal helps take top precedency 

between employees. The attachment is become so 

inviolable that employee feels like a “kinsperson”. 

Such employees doing a good and fair leadership to 

taking a great decisions and making a strong teams 

or group in the organization ant take maximum 

interests to completion in their tasks and they also 

do respect of their organization Conflicts 

flourishing because of multifariousness 

components or different elements. These may be 

individuals in targets, anticipation, out-look, modal 

values and proposed course of action proposition 

about how best option to tackle the situation. 

Conflicts is explaining in today‟s context because 

of changing in technology , global transformation 

of power , functional sub-programmer,  personnel, 

customer collectively , product line , interests, 

financial  environment  or even corporate, 

philosophical system / and or vision. This includes 
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or other many factors or elements make importance 

and conflict a reality.  

Conflicts survive within organization and on 

workplace and its indigenous disregard less of 

whether or not it is suitable. Managers expend a lot 

of time dealing with conflicts in its versatile 

pattern. Many managers see it as something to be 

smothered or invalidate in all conditions and at all 

price , while , other experiences says that as 

managers , their function is to conserve pacification 

at all costs, However , recent view foreground , 

conflict as an indication that specific/ 

events/procedures/issues need their straightaway 

attention. Just as a physical comfortableness may 

be a symptom of a dangerous wellness, conflict 

may hint a potentially grievous or establishing 

condition in the organization or workplace set-up 

command to be solved. It is totally depends on the 

managers and panel to search out the effective 

ways to handling them without much or more 

losses of significant sources or man-power. In the 

yesteryears mangers theorizer utilize the term “ 

conflict avoidance “ but in today‟s context this 

phrase progressively being interchange with “ 

conflict management “. It acknowledges that while 

conflict does have associated cost, if handled 

constructive manner, it can bring with it 

outstanding avails.Conflicts happen between the 

parties, between the individuals and groups as well 

when they are not able to prefer useable substitute‟s 

course of action. 

II. LITERATURE REVIEW 

Conflict is an awareness of the parties involved 

of discrepancies, incompatible wishes, or 

irreconcilable desires. It is ubiquitous across teams 

with a high level of task interdependence. Past 

research has observed that conflict emerges when 

team members have developed opposing values and 

goals. Recent studies have further found that 

conflict may still dominate the team decision 

making process even when team members share the 

same goals because people with different 

knowledge bases and experiences may approach 

the team‟s tasks from diverse and even opposing 

perspectives. The observed effects of conflict are 

not uniform. On the one hand, much of the 

previous literature on conflict has generally viewed 

conflict as detrimental to team and firm 

performance because it hurts team cohesiveness, 

slows the decision making process,   11 and 

undermines job satisfaction. On the other hand, 

recent studies have claimed conflict to be a 

beneficial phenomenon for team and firm outcomes 

in that it may improve understanding of 

information, uncover flawed assumptions, and 

enhance decision quality. Therefore, conflict is a 

double-edged sword, with both beneficial and 

detrimental effects. Recent research has attributed 

such double-edged effects to the multidimensional 

nature of conflict.  

Cognitive conflict is task-related and arises 

from differences in judgment or perspectives 

among team members; affective conflict, however, 

is emotional and arises from personalized 

incompatibility. Conflict management style has 

been and continues to be measured by a variety of 

classifications. Follett reported findings of methods 

individuals typically use when dealing with 

conflict: domination, compromise, integration, 

avoidance and suppression. Another one of the first 

conceptual schemes for classifying conflict 

revolved around a simple dichotomy involving 

either cooperation or competition  

III. METHODOLOGY  

A. Objectives of the study  

 To identify the source of conflict 

in a computing integrated 

manufacturing enviourment 

 To identify the management 

techniques to resolved the 

conflicts  

 To identify the role of 

management in creating harmony 

and resolving conflicts  

 To learn new, highly effective 

tools for managing conflicts  

 To evaluate the view that conflict 

is an opportunity for positive 

growth and change  

 To tenders useful suggestions for 

conflict management 

B. Research Methodology 

The proposed research work is basically an 

exploratory in nature .However an effort will be 

made to quantify the results. If and when the 

emerge statistical techniques will be used. 

According to the requirement of the work case of 

conflict will be randomly selected from corporate 

sector. 

The selected units will be identified on random 

basis then and investigation will be made about the 

conflict and the management approach to redress 

them or for any empirical evidence statistical test 

will be used to test the significance of difference as 

well as hypothesis. 

C. Hypothesis  

H0 :  Self-awareness cannot effectively 

manage our conflicts and therefore their 

professional and personal relationships.  
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H1 :  Self-awareness can more effectively 

manage our conflicts and therefore their 

professional and personal relationships. 

 

The focus of attention must be following on: 

 Formulated the objectives of the 

study – obj describing what is to 

be measures, resources 

 Designing the method of data 

collection – questionnaire  

 Sample size- 100 

IV. EVALUATION   

A. Analyse that conflict has made important 

relationship difficult for employees 

 

                                    Table  1 

 

Try to 

identify that 

conflict has 

made 

important 

relationships 

difficult for 

employees 

on the basis 

of given 

option 

Different Study Units/Groups 

T 

O 

T 

A 

L 

 

Maruti Hitachi Sangam 

Strongly 

agree 
11 5 18 34 

Strongly 

disagree 
13 8 8 29 

Slightly 

agree 
2 10 11 23 

Slightly 

disagree 
4 7 3 14 

30 30 40 

 

Within this study there are 100 respondents have 

been selected and it had been identified that that 

conflict has made important relationship difficult 

for employees in an organization.  

 In Maruti Company there are 11 

respondents who strongly agree that 

conflict always made important 

relationship difficult for them, 

whereas, 5 respondents in Hitachi and 

18 respondents in Sangam unit are 

also agree for the same.  There are 

total 34 respondents agree that if 

conflict arises in organization it made 

important relation difficult for 

employees. 

 In given analysis there are 3 

respondents in Maruti, 8 in Hitachi 

and 8 in Sangam units are strongly 

disagree that conflict never made 

important relationship difficult for 

them. They try to resolve the conflict 

in time before it arises in an 

organization.  

 2 respondents in Maruti, 10 

respondents in Hitachi, and 11 in 

Sangam rate 3rd option. They slightly 

agree that sometimes conflict made 

relationship difficult for them. 

 Out of 100 respondents there are 4 

respondents in Maruti, 7 in Hitachi 

and 3 respondents in Sangam unit are 

slightly disagree in the given analysis.     

(a) Analysis  

After this outcome of respondents we have elicit 

the Total Estimate Value from the given table. 

                                                

Table 2 

 

Options 

 

Respondents Total 

 Maruti Hitachi Sangam 

1 10 10 14 34 

2 9 9 12 29 

3 7 7 9 23 

4 4 4 6 14 

 

Here, in table 2 we have measured the total 

estimate value from the given data & information 

in table 1. We thoroughly applied the formula  

 

∑ = (O-E) ² ÷ E  

 

                  In order to the test the differences in the 

references of respondents in 3 companies. We have 

administered a non-parametric test usually called 

chi-square test. The test statistics of square is as 

follows. 

∑ = (O-E) ² ÷ E 

 

                    Let us take the hypothesis that there is 

significant difference in the respondents answer to 

question no. 1 Apply non-parametric that there is 

(chi-square) X² = ∑ (O-E) ² ÷ E = 27.34. Total 

value of F² at 6 DF 5% of level of significance = 

12.6 since the evaluated value of X² (27.34) is 

higher than the table value of X² (12.6) our null 

hypothesis is rejected. 

(b)  Interpretation:  

 It is not necessary for every person 

to make strong bonding or 

relationship with their colleagues in 
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an organization. Conflict can occur 

from any sources and this is only 

reason to break the relationship 

among two employees. Here in this 

organization, I measure that 43% 

employees strongly disagree from 

this point. They said that conflict is 

not making the important 

relationship for them. 37% 

employees strongly agree, that they 

conflict making the relationship very 

difficult for them, they even not able 

to handle the relationship, while 

conflict is arising in organization. On 

the other hand, 13% workers are 

slightly disagreeing and 7% 

employees slightly agree that 

conflict more or less conflict making 

their relationship difficult or hard for 

them. 

 Respondents are slightly agree, that 

conflicts has made important 

relationships difficult for them. 

Employees rated 33% to the 

„Slightly agree‟ from the given 

option. Whereas, 17% to strongly 

agree, 23% to slightly disagree, and 

27% to strongly disagree ratio given 

by the employees. The given 

percentage shows the measurement 

of the conflicts that, how conflicts 

made relationships difficult for the 

others employees. Sometime 

manager taking meeting and given 

importance to only one employee, 

who is very skilled and 

knowledgably working, but the other 

employees not feel so good with his 

or her colleague, in such manner 

good relationship might be break or 

not so far it will be concern.    

 In Sangam unit employs or 

respondents says that sometimes in 

the organization conflicts are making 

important relationships very difficult 

for them. They are even not taking 

the correct decisions because of 

these persons. They show their 

desires “Strongly Agree” on the 

given option by rated 45%. 

 

B.  Analyse the preferential reaction while 

irritates the respondents 

 

 

 

Table 3 

 

Behaviour

al attitude 

of 

employees 

after 

reacted 

by 

irritation 

Different Study 

Units/Groups 

 

T 

O 

T 

A 

L 

 

 

 

Maruti Hitachi Sangam 

Eye 

Contact 
5 12 7 24 

Walk 

Away 
17 8 21 46 

Irritating 

Behaviour 
8 10 12 30 

30 30 40 

 

Here, analysed the preferential reaction of the 

respondents while they get irritates in three 

companies.  

 In Maruti organisation there are 5 

respondents who want to give direct 

eye-contact to the others. Whereas, 12 

respondents in Hitachi company and 7 

respondents are in the sangam, 

industry will deal others from the 

direct eye-contact overall there are 24 

respondents want to deal with their 

fellow member with the direct eye-

contact.  

 Out of 100 respondents, there are total 

46 respondents will walk away from 

the place because they do not want to 

arise more conflict between them, due 

to argument. Here we can see that, 17 

respondents in Maruti and 21 

respondents in sangam company rate 

2nd option from the given 

questionnaire. If anybody get irritates 

them, they walk away from the place. 

 In analysing of 100 respondents, 30 

respondents will tell the other‟s co-

members that there behaviour is 

irritating and it will not tolerate in 

organization. This irritating behaviour 

effects the worker‟s performance & 

whole productivity of the 

organization.  

            In table 3, it has been measured that there 

are 8 respondents in Maruti, 10 respondents in 

Hitachi and 12 respondents in sangam will directly 

tell him that their behaviour is irritating them and it 

is effect the organization. 
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(a) Analysis 

After this outcome of respondents we have elicit 

the Total Estimate Value from the given table. 

 

                            Table 4 

 

Option  

 

 

Respondents  Total  

 

 Maruti  Hitachi  Sangam  

1 7 7 10 24 

2 14 14 8 46 

3 9 9 12 30 

 

Here, in table 4 we have measured the Total 

Estimate Value from the given data & information 

in table 2.1. We thoroughly applied the formula 

                        

                         ∑ = (O-E) ² ÷ E  

 

where, „O‟ stands for observed value, „E‟ stands for 

estimate value.  

                 In order to the test the difference in the 

references of respondents in 3 companies. We have 

administered a non-parametric test usually called 

chi-square test. The test statistics of square is as 

follows. 

∑ = (O-E) ² ÷ E 

 

                  Let us take the hypothesis that there is 

significant difference in the respondents answer to 

question no. 2. Apply non-parametric that there is 

(chi-square) X² = ∑ (O-E) ² ÷ E = 29.59. Total 

value of F² at 6 DF 5% of level of significance = 

12.6 since the evaluated value of X² (29.59) is 

higher than the table value of X² (12.6) our null 

hypothesis is rejected. 

(b)   Interpretation:  

 In Maruti organization 56% 

employees will walk away from the 

place. They will not listening them; 

employees said that they really 

want to focus on their work or job 

performance rather they listen to 

others. If they will listen to the 

others, employees who irritate 

them, it will affect their 

performance and organization 

productivity. On the other hand, 

17% employees will give him a 

direct eye-contact, it means they do 

confrontation with other employees 

and discuss about the topic or 

relevant problem in an 

organization. They will do group 

discussion with their group 

members. 

 In Hitachi analysis we can measure 

that the employees give high rate to 

option A which is “will give him a 

direct eye-contact”, means to say 

that if any employee does 

something wrong in the task the 

another employee give him g direct 

eye-contact or do directly 

discussion on the topic. The 

employee will not walk away or tell 

him about the behaviour, however 

he will contact directly to the 

person. 27% employees says that 

they will walk away from the place, 

they will not do the direct contact 

with the employees and 33% 

employees think that they will tell 

to the employees about their 

irritating behaviour and suggest to 

not do so. Employee rated highest 

to option „A‟ in the given 

questionnaire. 

 In Sangam organization employees 

says that if any person irritates 

him/her his first option will be walk 

away from the place. Employees 

will not talk them about the issue 

very calmly. They don‟t want to 

listen them anymore. Employees 

rated 50% in the given option. 

 

V. CONCLUSION AND 

RECOMMENDATIONS 

• All members of the organization have to 

be open with each other for managing the 

conflict. They don‟t feel hesitate in share 

their feelings and thoughts openly and 

honestly on the object of the disagreement. 

They don‟t assign negative statement 

about the other person to unknown others.  

• Employees have to do the eye contact with 

their fellow members or colleagues despite 

walk away from the place, if somebody 

irritates them. 

• If somebody gets into conflict situation, he 

must not make important relationships 

difficult with the others. 

• Treat the other person and his ideas as 

equal. Managers and leaders have to 

maintain equality among the group 

members and individuals. 

• Every person has to be very clear about 

their roles, responsibilities, procedures, 
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methods and goals. If he/she is not aware 

about this he can‟t handle the conflict. 

• Employee may need to contact a 

supervisor for help in resolving the 

conflict.  

• To managing the conflict, let give chance 

to others clarify his or her perspective and 

opinion on the issue.  
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