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Abstract

This study conducted in TAFE LIMITED aims to assess the current conflict management practices within the
organization. Conflict management involves the strategic process of identifying, addressing, and resolving conflicts
effectively to foster a healthy work environment. It encompasses various strategies and techniques aimed at managing
conflicts arising from miscommunication, differing perceptions, power dynamics, and cultural differences. The study
focuses on evaluating the effectiveness of conflict resolution processes in minimizing disruption and promoting
cooperation among employees. By addressing conflicts openly and constructively, organizations can enhance
teamwork and achieve common goals and objectives.

The research design is used for the study was descriptive research design. The descriptive research means the research
which is done to know the current situation of the study. The data has been collected using structured questionnaire.
The sample taken for this study was 200 out of population 500 at TAFE LIMITED. The type of sampling technique
used for the study was simple random sampling.

Conflict management plays a crucial role in enhancing organizational performance and success. Engaging in
productive conflict resolution fosters a positive work environment, leading to increased employee satisfaction and
overall profitability. Effective conflict management serves as a cornerstone HR practice, enabling companies to thrive
in the competitive marketplace. A well-defined conflict management strategy outlines the approach to optimizing
employee performance by addressing and resolving conflicts efficiently. Research supports the notion that employees
who are equipped with the necessary resources to manage conflicts effectively tend to perform better. Therefore,
conflict management within an organization is essential for achieving sustainable growth and success.

1.1 INTRODUCTION

Conflict management can be defined as the process of dealing with (perceived) incompatibilities or disagreements
arising from, for example, diverging opinions, objectives, and needs. Effective conflict management techniques limit
or prevent the negative effects of conflict while enhancing potential beneficial effects, without necessarily solving
the conflict. A central distinction in the conflict management literature is that
between conflict stages (how conflicts evolve), conflict states (the occurrence or perception of disagreement over,
for example, goals, beliefs, or task-related ideas), and conflict management strategies, styles, or frames (i.e., the
different ways of dealing with perceived disagreements). Accordingly, theoretical and empirical work
in conflict management can roughly be divided into three categories, those trying to better understand (i) the
different stages in a conflict cycle; (ii) the functions of conflict, examining the benefits and detriments
of conflict states within organizations; and (iii) which strategies, styles and frames people apply when dealing
with conflict and when they are most effective in managing conflict. The focus in this entry will primarily
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be on conflicts within organizations (rather than between organizations/countries etc.) so, for example, between
individual coworkers, between multiple team members, between different departments, and between staff and
senior management. The way people manage conflicts can range from complete avoidance of the conflict issue to
yielding, compromising, more constructive problem-solving approaches, or trying to force one’s
opinion. Conflict management procedures can also differ in terms of being informal or formal, with or without the
help of a third party, aimed at managing the conflict or at solving it, and are often influenced by cultural differences
and the stress that conflicts evoke.

Communication and Collaboration Effective problem-solving requires open and transparent communication. Human
relations directly impact how an organization shares, receives and interprets information. Strong interpersonal
relationships foster a collaborative environment where individuals feel comfortable expressing their ideas, concerns,
and feedback. This, in turn, enhances the organization's problem-solving capabilities by tapping into diverse
perspectives and experiences. Team Dynamics Many organizational challenges are addressed through teamwork.
Human relations influence team dynamics, affecting how well individuals work together to analyze problems,
generate ideas, and implement solutions.

1.4 NEED FOR STUDY

This study has been carried out to determine the importance of conflict management in fostering healthy relationships
and productive environments. By addressing conflicts openly and constructively, individuals can find mutually
beneficial solutions, prevent escalation, and preserve relationships. Effective conflict management involves active
listening, empathy, and clear communication to understand differing perspectives and reach a resolution. It also
requires maintaining a respectful and seeking compromise when necessary. Ultimately, successful conflict
management promotes understanding, cooperation, and growth within teams and organizations.

1.5 OBJECTIVES OF THE STUDY

PRIMARY OBJECTIVE:
e To Study Conflict management with reference to Tafe LTD.
SECONDARY OBJECTIVES:

e To study the various conflict-resolving strategies.

o To study the different types of conflict and their impacts on organizations.

e To Study the effects of organizational conflict on the performance of employees.

e To Study the way to handle inter-organizational and intra-organizational conflict to resolve any conflict
resolution strategies.

1.6 SCOPE OF THE STUDY

The study focuses on conflict management within an organization, specifically exploring opportunities and pathways
for resolving conflict between management and employees. conflict management encompasses identifying
addressing and resolving conflict with context including interpersonal or interpersonal relationship team
organization. Conflict management in an organization encompasses due to factors like miscommunication different
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perceptions, personal biases, power dynamics, cultural differences, and emotional reactions. Additionally, a lack of
effective communication channels inadequate conflict resolution skills, and resistance to change can hinder the
process. By effectively managing the conflict organization can minimize the disruption and promote a healthy
atmosphere among the employees ultimately enhancing to achievement of common goals and objectives of the
organization.

1.7 LITERATURE REVIEW
INTRODUCTION

In this chapter, the researcher has attempted to study conflict management in solving conflict in an organization. This
attempt includes understanding the basic concept of human relations solving the conflict in an organization, for this,
the researcher has used various books, research journals, and websites. The detailed list is further elaborated in the
bibliography. Through this literature, the survey researcher wants to find out which are the important parameters of
human relations in an organization.

Garcia, M. (2024) "Technology-Assisted Conflict Management" Garcia explores the use of technology, such as
mediation platforms and communication tools, in facilitating conflict resolution processes This paper delves into the
utilization of technology, such as mediation platforms and communication tools, to aid in conflict resolution
processes. It likely discusses how these technological tools can enhance communication, streamline negotiation
processes, and potentially mitigate conflicts in various contexts

Jehn, K. A. (2024) Explanation: Jehn's research extends the understanding of different conflict types (task,
relationship, and process conflicts) on team performance and outcomes. By exploring the nuanced effects of various
conflict types, this research provides insights into how organizations can effectively manage conflicts to promote
positive team dynamics and organizational success.

Chen, L. (2022)"The Role of Emotional Intelligence in Conflict Management" Chen delves into how emotional
intelligence influences individuals' ability to manage and resolve conflicts in both personal and professional contexts,
Chen explores the significance of emotional intelligence in navigating and resolving conflicts. Emotional intelligence
refers to the ability to recognize, understand, and manage one's own emotions, as well as to perceive and influence
the emotions of others. Chen investigates how individuals with high emotional intelligence levels are better equipped
to handle conflicts effectively in various spheres of life, including personal relationships and professional settings.

1.6 RESEARCH METHODOLOGY
Meaning of Research:

Research refers to a search for knowledge. It can also be given as a scientific and systematic search for pertinent
information on a specific topic. In fact research is an art of scientific investigation. The Advanced Learner’s
Dictionary of current English lays down the meaning of research as “a careful investigation or inquiry especially
through search for new facts in any branch of knowledge.” Some people consider research as a movement from the
known to the unknown. It is actually a voyage of discovery. Primary data are collected from the employees of “TAFE
LIMITED” by circulating a structured questionnaire among them.
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Population:

The Employees of “TAFE LIMITED” Chennai constitute the work place of the study. The employees of the company
are 500, and it forms the work place for the present study.

Sample size:

Number of the sampling units selected from the population is called the size of the sample. Sample of 200 respondents
were obtained from the population.

STATISTICAL TOOLS: SPSS (STATISTICAL PACKAGE FOR SOCIAL SCIENCE):
The following statistical tools were used in this study:

* Simple Percentage

* Correlation

* ANOVA

* Regression

* Chi- square

Type of research design:

Descriptive research design is used.

Percentage analysis:

In case Percentage refers to a special kind of ratio. Percentage is used in making comparison between two or more
series of data. In this study, the number of people who responded in a particular manner is interpreted in the form of
percentages.

Percentage = (No of respondents/Total no of respondents)*100
Correlation:

Correlation analysis is made to determine the degree of relationship between two or more variables. It does not tell
about cause and effect relationship. The values of coefficient of correlation lie between +1 to —1. When r = +1, it
means there is a perfect positive correlation, between the variables. When r = —1, it means there is a perfect negative
correlation between the variables. When r = 0, it means no relationship between the 2 variables.

Yaxv

'}"' =
Nao.o,
Where, x = (X-X); y = (Y-Y)

ox = Standard deviation of series X oy = Standard deviation of series Y N = Number of pairs of observations r = the
correlation coefficient.
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ANOVA:

Analysis of Variance (ANOVA), ONE-WAY AND TWO-WAY Analysis of variance (ANOVA) has been carried out
to compare more than two means at a time. One-way analysis of variance involves only one categorical variable or a
single factor, whereas in two-way analysis of variance, two factors on the dependent variable are studied. The process
of analysis is given here under:

2.1 DATA ANALYSIS AND INTERPRETATION
PERCENTAGE ANALYSIS

Table 2.12 shows that Effective communication is needed by the personnel manager to solve the organizational
conflict.

S.NO Opinion No of Respondents % of Respondents

1 Strongly agree 58 29%

2 Agree 43 21.5%

3 Neutral 44 22.5%

4 Disagree 24 12.5%

5 Strongly disagree 31 15.5%
Total 200 100%

Interpretation

From the above table indicates that 29% of respondents strongly agree, 22.5% are neutral, 21.5% agree, 15.5%
strongly disagree, and 12.5% disagree.

Chart No:2.12(a) Chart showing that effective communication is needed by the personnel manager to solve
organizational conflict.

35%
30%

25%

20%
15%
10%
5%
0%

Strongly agree Agree Neutral Disagree Strongly disagree

% of respondents

Opinion

© 2024, IJSREM | www.ijsrem.com | Page 5


http://www.ijsrem.com/

F \3;
@?@Intemational Journal of Scientific Research in Engineering and Management (IJSREM)
W Volume: 08 Issue: 05 | May - 2024 SJIF Rating: 8.448 ISSN: 2582-3930

Table 2.13Table showing the types of conflict that will impact your organization.

S.NO Opinion No of | % of Respondents
Respondents
1 Individual conflict 92 46%
2 Group contflict 73 36.5%
3 Organizational conflict 35 17.5%
Total 200 100%
Interpretation:

From the above table inferred that 46% of respondents have Individual conflict,36.5% of respondents have Group
conflict, and 17.5% of respondents have Organizational conflict.

ChartNo:2.13(a) Chart showing types of conflict that will impact your organization.
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Table 2.15 Table showing that A proper level of interpersonal relationships can reduce conflict in an

organization.

S.NO Opinion No of Respondents % of respondents
1 Strongly agree 54 27%
2 Agree 59 29.5%
3 Neutral 23 11.5%
4 Disagree 26 13%
5 Strongly disagree 38 19%
Total 200 100%
Interpretation

From the above table indicates that 29.5% of respondents agree, 27% strongly agree, 19% strongly disagree, 13%

disagree, and 11.5% neutral.

Chart No:2.15(a) Chart showing that A proper level of interpersonal relationship can reduce conflict in an

organization.
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Table 2.17 Shows the Compromise is the best strategy for managing a conflict.

S.NO Opinion No of Respondents % of Respondents
1 Strongly agree 58 29%

2 Agree 57 28.5%

3 Neutral 27 13.5%

4 Disagree 43 21.5%

5 Strongly disagree 14 7%

Total 200 100%
Interpretation:

From the above table indicates that 29% of respondents strongly agree, 28.5% agree, 21.5% disagree, 13.5% neutral,
and 7% strongly disagree.

Chart No:2.17(a) Chart showing that the Compromise is the best strategy for managing a conflict.
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Table 2.18 Table showing the Collaborative problem-solving approaches lead to a more sustainable resolution

to the conflict.

S.NO Opinion No of Respondents % of Respondents
1 Strongly agree 47 23.5%
2 Agree 56 28%
3 Neutral 43 21.5%
4 Disagree 24 12%
5 Strongly disagree 30 15%
Total 200 100%
Interpretation:

The above table inferred that 28% of respondents agree with the,23.5% of respondents strongly Agree, 21.5% of

respondents are neutral,15% strongly disagree and 12% disagree.

Chart No:2.18(a) Chart showing that the Collaborative problem-solving approaches lead to a more sustainable

resolution to the conflict.
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Table No:2.20(a) shows that opinion of competition between the employees may also cause conflict in the

organization.

S.NO Opinion No of Respondents % of Respondents

1 Strongly agree 46 23%

2 Agree 67 33.5%

3 Neutral 25 12.5%

4 Disagree 28 14%

5 Strongly disagree 34 17%

Total 200 100%

Interpretation:

From the above table indicates that 33.5%of respondents agree,23% of respondents strongly Agree, 17% of
respondents are strongly disagree, 14% of respondents disagree and 12.5% of respondents neutral.

Chart No: 2.20 (a) chart showing that competition between the employees may also cause conflict in the

organization.
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CHI-SQUARE DIFFERENCE BETWEEN THE AGE OF THE RESPONDENTS AND COLLABORATIVE
PROBLEM APPROACHES LED TO RESOLVING THE CONFLICT

NULL HYPOTHESIS(H0):

There is no significant association between the age of the respondents and collaborative problem approaches lead to
resolving the conflict.

ALTERNATIVE HYPOTHESIS(H1):

There is a significant association Collaborative problem-solving approaches lead to a more sustainable resolution of
the conflict.

STATISTICAL TEST

Chi-square was used in the above hypothesis.

Chi-Square Test

Test Statistics

A collaborative  problem
Age of the | approach led to resolving the

respondents conflict of respondents
Chi-Square 23.640° 16.750°
df 3 4
Asymp. Sig. .000 .002

a. 0 cells (0.0%) have expected frequencies less than 5. The minimum
expected cell frequency is 50.0.

b. 0 cells (0.0%) have expected frequencies less than 5. The minimum
expected cell frequency is 40.0.

INTERPRETATION:

Here the significance occurs and has a value of 0.000 is less than 0.05. Hence HO is

rejected.

RESULT:

There is no significant difference between the age of respondents and collaborative problem approaches lead to
resolving the conflict.

CORRELATION BETWEEN COMPROMISE IS THE BEST STRATEGY FOR MANAGING A
CONFLICT AND COMPETITION BETWEEN EMPLOYEES IN ORGANIZATION

NULL HYPOTHESIS(HO0):

There is no significant association between compromise as the best strategy for managing a conflict and competition
between employees in the organization.

ALTERNATIVE HYPOTHESIS(H1):

There is a significant association that compromise is the best strategy for managing conflict and competition between
employees in the organization.
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STATISTICAL TEST
Correlations
Compromise | Competition
is the best|between
strategy  for | employees
managing the | and the
conflict of | organization
respondents | of respondents
Compromise is the best | Pearson Correlation | 1 962"
strategy for managing the | Sig. (2-tailed) .000
conflict of respondents | N 200 200
Competition ~ between | Pearson Correlation |.962" 1
employees and  the|Sig. (2-tailed) .000
organization of |N 200 200
respondents
**_ Correlation is significant at the 0.01 level (2-tailed).

INTERPRETATION:

Hence the significance occurs at 0.00 is less than 0.50.s0 HO is rejected. (i.e) There
is no significant difference between compromise is the best strategy for managing
conflict and competition between employees in the organizations.

RESULT: In the above table there is a Pearson correlation value is 1. So it is a
perfect positive correlation

REGRESSION DIFFERENCES BETWEEN THE GENDER OF RESPONDENTS AND THE PROPER
LEVEL OF INTERPERSONAL RELATIONSHIPS CAN REDUCE CONFLICT IN AN ORGANIZATION

NULL HYPOTHESIS(H0):
There is no significant relationship between the gender of respondents and the proper level of interpersonal
relationship can reduce conflict in an organization.

ALTERNATIVE HYPOTHESIS(H1):
There is a significant relationship between the gender of respondents and the proper level of interpersonal relationship
can reduce conflict in an organization.

STATISTICAL TEST
Regression was used in the above hypothesis.
ANOVA*
Sum of
Model Squares df Mean Square | F Sig.
1 Regression |25.809 1 25.809 419.327 |.000°
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Residual 12.186 198 .062
Total 37.995 199

a. Dependent Variable: Gender of the respondents
b. Predictors:(Constant), A proper level of interpersonal conflict can reduce conflict of
respondents

INTERPRETATION:

Here the significance occurs and has a value of 0.00 is less than 0.05. Hence HO is rejected.

RESULT:

There is no significant difference between the gender of respondents and the proper level of interpersonal
relationships can reduce conflict in an organization.

ONE-WAY ANOVA DIFFERENCE BETWEEN EXPERIENCE OF RESPONDENTS
AND EFFECTIVE COMMUNICATION IS NEED BY PERSONNEL MANAGER TO SOLVE THE
CONFLICT.

NULL HYPOTHESIS(H0):

There is no significant difference between the experience of the respondents and the effective communication needed
by personnel managers to solve the conflict.

ALTERNATIVE HYPOTHESIS(H1):

There is a significant difference between the experience of respondents and the effective communication needed by
personnel managers to solve the conflict.

STATISTICAL TEST

One-way ANOVA was used for the above hypothesis.

ANOVA
Experience of the respondents
Sum of
Squares df Mean Square |F Sig.
Between Groups |141.945 4 35.486 347.208 |.000
Within Groups 19.930 195 102
Total 161.875 199
INTERPRETATION:

Here the significance occurs and has a value of 0.00 is less than 0.05. Hence HO

is rejected.

RESULT:

There is no significant difference experience of the respondents and the effective communication needed by the
personnel manager to solve the conflict.
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3.1 FINDINGS

e  The study found that 85%of the handle inter-organizational and intra-organizational conflict to resolve any
conflict resolution strategies.

e Majority 75% of the respondents are conflict is valuable for your organization

e  Majority 60% of the respondents conflict provides an opportunity for change

e 57% of the respondents say Conflict affects the job performance of employees.

e 38% of the respondents are a personnel manager has to solve the conflict in an organization

e 45% of the respondents agree that the goal/ objectives of an organization maximize conflict

e Majority 43% of the respondents Conflict within an organization is effectively addressed

e Majority of 37% of the respondents are typical causes of conflict in our workplace and are properly
understood and addressed the most.

e Majority 33% of Effective communication is needed by the personnel manager to solve or handle an
organizational conflict.

e 30% of the respondents are the type of conflict that will impact your organization.

o 28% of the respondents feel that educational skills are required to solve or handle an organizational conflict.

e 25% of'the respondents feel proper level of interpersonal relationships can reduce conflict in an organization.

e 20% of the respondents feel that Compromise is the best strategy for managing a conflict.

e 19% of the respondents agree that the Collaborative problem-solving approaches lead to a more sustainable
resolution to the conflict.

e 17% of respondents agree that the feedback conflict helps in the resolution of conflict.

e 15% of respondents are neutral with the conflict that frequently happens between employees and
management.

o 6% of respondents feel that those given procedures have played an essential role in resolving conflict in
your organization.

3.2 SUGGESTIONS

e Conflict management training can be organized based on interpersonal development.

e Opportunities for overall development must be provided in different areas, such as technology, teamwork,
and personality.

e Counseling programs can be arranged to make the employees emotional. The Working conditions of the
employees must be improved to enhance the turnover of the industry.

e Trade unions must be strengthened based on the needs of the employees and numerous trade unions.

e Establish clear communication channels to address issues promptly. Implement regular team meetings for
open dialogue and conflict resolution.

e Encourage a collaborative problem-solving approach among employees. Provide conflict resolution training
to managers and staff.

e Set clear goals and expectations to minimize misunderstandings. Foster a culture of respect and
understanding among team members.

e Address conflicts early on to prevent escalation. Implement effective feedback mechanisms for continuous
improvement.

e Promote teamwork and unity towards common goals. Celebrate successes and milestones to boost morale
and cohesion.
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3.3 CONCLUSION

The Conflict strategies and styles used in Tafe Ltd are good. The conflict has a considerable influence on employee
behavior, performance, and satisfaction. The crucial to adopt conflict strategies and styles that promote constructive
resolution while maintaining a positive work environment. This includes fostering open communication, promoting
active listening, and embracing collaborative problem-solving techniques. By implementing these strategies,
organizations can effectively manage conflict, enhance employee satisfaction, and ultimately achieve organizational
goals and success.
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