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Abstract Human beings have been at odds with one another since the beginning of time. An organization

is made up of humans and non-humans, and as a result, conflict is inevitable. It's clear that
conflict is still a fact of life in human relationships. When people come together and achieve a shared purpose,
they begin to quarrel about how to best accomplish it. As the main goal, the primary aim of the research was
to discover the key reasons for the conflict in the sugar mills of Dera Ismail Khan (DI Khan); the emphasis was
on behavioral results. Investigated was conducted A Ilot of use can be made of convenience sampling in order
to acquire data Total 400 questionnaires were circulated, of which 385 after scrutiny, while 15 failed due to a
lack of sincerity. After analysis, these results indicate that evidence for P.C. and N.P. bear a clear and
constructive correlation with conflict and have a substantial influence on workers' behavioral consequences
(resultant) responses (D.B., T.1.). The results of the analysis would have a significant impact on the sugar
industry when they apply to conflict management.
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Introduction

The resources or capabilities of an entity are typically guided by the human capital operations that
take place within it. Generally, a company must be exceptional in order to survive in the
marketplace. Generally speaking, any manager wants to steer their workers in the direction in which
they both work well and make money for the company. (Draw an uncommonly black (but realistic)
picture of suburban characters (2011).

Human beings have been at odds with one another since the beginning of time. A great way to
describe an organization is to say that it is a mixture of human and non-human resources where
these various interactions yield various results, which then gets reflected in the individuals'
emotions, priorities, feelings, and opinions. The lazy practice has a more negative impact on
attainment than high ability does, research claims (Gamero et al., 2008; Suliman and Al-Shaikh
2007; McGrane et al., 2005).

Workplace bullying has been of primary concern for scholars over the last decade due to the
long-term damage it can inflict, including physical or emotional injury. Stress and conflict in the
workplace are called "workplace bullying." In my opinion, creativity depends on respect and
openness (Hauge, Skogstad, & Einarsen, 2007, Leymann, 1996).

Conflict is common in situations where there are two competing visions since each believes that
their conception of things is different from everyone else's. Today, we believe in self-reliance,
individualism, and personal wealth as a means to creating our own prosperity, but in each decade
since the mid-1960s, we have had a government focused on collective and economic well-being.
According to a survey, managers would, on average, spend 42% of their time in negotiation-related
disputes. Threats are subtle, but risks are always catastrophic.

According to Mullins, conflict impedes the progress of some people and gets in the way of
others' way of reaching their goals. In addition, he stated that conflicts often originate in divergent
objectives pursued by competing organizations or at an organizational level.
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Conflict can be caused by conflicting goals, limited resources, dissimilar work attitudes, and
task dependencies. Many religions have traditions of dreams, including beliefs about spirits, dead
people and wandering souls that inspire confidence in order to get personal advice, many have
unique names and great stories, and personalized spirituality can be purchased with money, are
tales of unique beliefs.

Each researcher approached conflict differently. Rahim (2011) defines conflict as an instance
of conflict between social institutions (i.e., individual, group, organization, etc.).

For Robbins, the dispute is a type of situation where someone believes another person threatens
his or her aims or interests. This description is highly accurate regardless of a scenario where no
hard evidence prevail. When described this way, conflict is of an emotional nature. It says that there
are two or three parties, as well as the possibility of a future aspect.

The group concluded that in the words of Havenga (2002), workers from the public sector face
tension as much as those in the private sector.

People are much more influenced by workplace strife now than they used to be. Well said
(Abdulla and Alsalemjeadi, 2006). In over 40 years of behavioural research, several important
discoveries were made in trying to discover what impact do people who are exposed to unhealthy
inter-group tension in their work experience have on their behaviour. Who hasn't eaten from your
hand? The overall goal was always was to figure out the effects on workers on the action, and it was
never to provoke confrontation.

Literature Review
Poor Communication

Today when the world has become a global community, we need contact among all our us to
communicate with each other. In any institution, there are individuals from diverse ethnic groups,
educational, philosophical, linguistic, and behavioral backgrounds.

Helping people relate to one another makes them aware of themselves and opens their eyes to
new ways of doing things (Neher, 1997). Communication has to occur all the time, whether people
want to make adjustments or whether they are trying to stop the reforms that are in progress. By
designing education, one can guide the personal path to fulfilment for students as follows: to identify
specific pathways for success, as many possible; to choose the opportunities, seize the day; to reflect
on mistakes, decide whether or not to get up from the wreckage; to pursue the challenge; to
surrender the past, allow yourself to move on to the future. Poor communication is especially hard
on the work community, as it creates significant conflict and encourages verbal violence in the
workplace. He imagined that aliens were surely tracking our position by (either) tiny spheres in our
collars, and/fascinators or lassos cards around our necks, but it had never occurred to him that they
could be conducting secret messages through (the band-scientists) since it was generally accepted
that in ancient civilizations that everything said and done was done in secret.

Bad coordination is one of the most prevalent sources of strife in an organization. The fastest
and most reliable way to avoid conflict is by good contact channels. In an organization without clear
communication, those who know too much produce excess, while those who don't know too little do
not have difficulty understanding the purposes and plans, and the conflict is inevitable. That said,
on the other hand, there is a risk of confusion, which can lead to confrontation. HIT, M, MILLER
Chet, CA (2006).

Thus, A. K. discovered empirically discovered that weak communication, such as scepticism,
and where it takes root, also contributes to employee resentment and dissatisfaction.

Some well-documented sources of dispute Poor communication is a large part of what makes
work environments unworkable. Failing to express the right knowledge often means that workers
make mistakes, and that also means failing to perform correctly. Work efficiency and staff
productivity are both affected by conflict, which makes one of the main reasons conflict (Manning
2014; Pandey, Pandey, & Kothari, 2016; Yusoff & Khan, 2013).

Negative Perception

As it is part of human nature that people are in contrast to one another and with opposing
approaches, it's common to see workplace differences in general one individual sees the same
occurrence somewhat differently from another.

When new administrative assistants are hired, we benefit (there are two more sets of hands to
do the workload), but the existing employees are also used as an insult (one didn't get his or her job
done).
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Specialists lament that line managers don't use their resources while additionally charging fees,
while the others worry that if they hand them more autonomy, the cost will make it difficult to
control them. Don't step on a bear's back while it's asleep, or else you'll disturb the trail it.) Maintain
a civil distance from aggressive animals when they are sleeping (2005).

Differences and conflict are analyzed in their work, which clarifies the link between conflict
and negative attitudes. Most of the arguments pertaining to the ways that different people see the
facts.

Goal Differences

The greater odds of disagreement occur when there are priorities within groups or departments
that are set that are different from one another. To begin with,

The head of academic administration uses various approaches to develop the abilities of his
subordinates and aims for different training methods with well-known and novice instructors.
Conversely, to this, by granting staff instruction in modern teaching methods, a school principal will
enhance the abilities of those who already work there and get more value from those that learn it.
Attiya) Play fair and win fairly (1984).

The individuals feel like when multiple goals compete with each other and when their multiple
goals are in dispute. The cake design team consists of teams of designers who strive to produce
pleasing looking and tasting designs of deliciousness for every project, which makes them among
the most valuable contributors in a cake design firm, whose design cakes taste and look appealing
among the market for every other cake designs has the same result of increasing their profit margin.

Whenever workers know that each other has different life experiences and personality traits,
there would be a discrepancy between them and their coworkers and thus tension (Ameen, 2013;
Ferreira, 2012; Mirza, 2014).

Conflict can also happen where a subunit within an organization emphasizes some particular
area, such as a speciality, and divergent priorities are likely to emerge. Some teams will have more
aspirations about being managed, while others may have a lot more decision making in their
requirements. Differences in goal and resource availability of incentive systems often encourage
conflict a long time ago

Deviant Behavior

When an employee(s) of a company or group initiates or engages in conduct that contravention(s)
of company or group customs, he or she is said to be deviant, or she is accused of, to be deviant. it
feels good to be creative Every once in a while, deviant behaviour can escalate to actions such as
pilferage, tardiness, tardiness and an absence of permission to leave work (Shantz et al., 2014). It
is possible to identify two forms of constructive deviance that are most relevant to an organization:
that which occurs within it and that which promotes it. Progression in three ways: it: Provides
useful/useless progress for the enterprise in three ways: (1) creative, (2) operational, and cost (3)
(Mazni & Roziah 2011).

Any organization, culture, association, and the law has its own expectations. In the opinion of
Rebellow (2015), all these violations reflect deviant behaviour or irregular performance.

Empowering it, workers pay less attention to work and instead spend more time dealing with
conflicts or lamenting the workplace conditions. Due to this group being underfunded, sponsors and
valuable services are lost. Patience is key in making a recipe.

According to W. Bolley and Heather (2001), organizational deviance includes performance
anomalies, as well as institutionalized expectations and their relationship with employee
satisfaction, but rather than terrorism, employees use manipulative and coercive strategies to
ensure that it.

While interpersonal tension has often resulted in undesirable behavior in an organization, the
literature reveals that deviant behavior seems to show up if there is a conflict for the members of
the organization (Merton, 1975). It is difficult for workers to maintain a detachment from business
problems since it could induce deviant behavior in them. According to this study, confrontation was
found to be a stressor that can influence both interpersonal and organizational behavior.

Turnover Intention

Even where individuals in powerful roles in the organization or board members or at the helm want
to exit the organization, there is a clash of interests because of their intent to abandon the
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organization. Moreover, there continues to be a need for new employees, given the level of attrition
that occurs within the current staff.

The Turnover Intention reflects personal feelings, desires, or opinions of the employee as to
whether or not he or she will depart from the company in the immediate future. Children can play
creatively when they see a path of learning in their interests.

The biggest challenges for any organization are to deal with employees leaving the business.
The term applies to the cessation of disability and joblessness. Since her forced retirement, she has
written and edited over seventy book collections of children's poetry.

There is a positive relationship between the turnover ratio and overall functionality, so the
company must do everything to prevent an increase in this ratio to stay effective. Art is everything,
nothing.

According to the literature, the rivalry is strongly associated with turnover. To save some time,
they parked their car around the corner and made their coffee run on foot. If you want to learn
about the link between dispute and intention to leave, conduct research on intention to exit the
company

Research Design
Research Philosophy

Before starting the analysis, it is critical to define the theory. It is important for a researcher to keep
up with their own research progress. Is a deep well-kept secret (Saunders et al., 2003). As Collis
and Hussey (2003 noted, these terms can be used interchangeably to mean “Positivism and
Phenology” to refer to the philosophies. Quantitative methods that stem from Deductive reasoning
and questionnaires were used in the Positivist method. Data is well-defined with this category of
data (Collis & Hussey, 2003).

Research Approach

This researcher conducted a Quantitative analysis in this investigation. Aliaga and Gunderson
(2002) said the research is the investigation of social problems and then the use of numerical
statistics to provide explanations. The quantitative method is the technique that connects
philosophy and analysis. The quantitative theory stresses the linkage between theory and
exploration.

Table 1. Reliability Statistics

Variables Items Alpha
1 Poor Communication 2 .73
2 Negative Perception 2 .67
3 Goal Differences 3 .68
4 Deviant Behavior 12 .74
5 Turnover Intention 4 .54

Findings of the Study
Testing of Hypothesis
Table 2. Correlation Matrix

D.B P.C N.P D.G
r 1
D.B p .000
r 5945 1
P.C b 1000 .000
NP r 568%* 821% 1
: p .000 .000 .000
b r 555+ 675%* 693%* 1
- D .000 .000 .000 .000

In this case, correlation matrix, all variables are dependent and variable independent. The
dependent variable of Deviant Behavior (D.B.) is highly dependent on the independent variables,
N.P, but the independent variables are not the causes of Deviant behavior, D and G. This analysis
demonstrates that P.C, N.P, and D. have a strong correlation. We are 95 percent certain that these
three factors explain deviant conduct.
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Table 3. Correlation Matrix

T1 P.C NP D.G
r 1
T.I D .000
r BAgH* 1
P.C b 1000 .000
- r 813%* 821% 1
: D .000 .000 .000
b r 769% 675% 693 1
: D .000 .000 .000 .000

As shown in the matrix above, there is a strong correlation between turnover intention and
other variables in this data set. Unpredictable turnover is crucial. The findings indicate a strong
positive correlation

Table 4.
Coefficients
Model Unstandardized Coefficients Standardized Coefficients t Sig
B Std. Error Beta :
(Constant) 1.054 .032 32.448 .000
Avg P.C .298 .021 .594 14.432 .000

a. Dependent Variable: Avg DB

The values in this table report the regression coefficient of vector P on D.B. The unstandardized
beta of the model is .298, and this reflects a decrease in 1 unit in the predictor bringing a positive
impact on the dependent variable at a .298 unit of accuracy. The correlation coefficient is 14.432,
and statistical

Table 5.
Coefficients?®
Model Unstandardized Coefficients Standardized Coefficients t Sig.
B Std. Error Beta
(Constant) 1.055 .035 30.574 .000
Avg N.P 279 .021 .568 13.506 .000

a. Dependent Variable: Avg DB

The independent variable N.P. has a negative slope, and the dependent variable has a positive
correlation coefficient for it. This model's unstandardized beta value is .279, which translates to a
positive effect of .27 on one unit of each dependent variable. A P-value is 13.506, which means that
the relationship between N.P. and D.B. is positive and important.

Table 6.
Coefficients?®
Unstandardized Coefficients Standardized Coefficients t Si
Model B Std. Error Beta g-
1 (Constant) .983 .041 24.027 .000
Avg D.G .350 .027 .555 13.049 .000

a. Dependent Variable: Avg DB

This table illustrates the independent study variable, the Regression Coefficient (R.C.), and its
correlation with the dependent variable (D.B.). The predictive variable's unstandardized beta value
is 0.555, which means that one unit change in it will result in a corresponding change in the
dependent variable of +.55 T=13.49 and p=.05 is such that there is an important connection
between D.G. and D.B.

Table 7.
Coefficients?®
Unstandardized Coefficients Standardized Coefficients t Si
Model B Std. Error Beta 19-
1 (Constant) .620 .027 23.137 .000
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Avg P.C .535 .017 .849 31.425 .000
a. Dependent Variable: Avg T.1

This table reports the study independent variable's (P.C.) as a Regression Coefficient value and
the outcome (P.C. Dependent) on Study (Y). One unit shift in one of the predictive variables would
have a 0.53 unit effect on the dependent variable. The T statistic is larger than 31.425, which is
indicative of a significant relationship between P.C. and T.I.

Table 8.
Coefficients?®
Model Unstandardized Coefficients Standardized Coefficients t Sig
B Std. Error Beta :
(Constant) .622 .031 20.245 .000
Avg N.P .502 .018 .813 27.288 .000

a. Dependent Variable: Avg T.1

Quantitative Research Variables This Regression Coefficient of 0 suggests that the independent
variable has a significant impact on the dependent variable. If one unit of the independent variable
is changed, so half a unit of the dependent variable changes. This T-value is found to be significant,
and the p-value is less than .05, thereby suggesting this relationship cannot be dismissed as chance."

Table 9.
Coefficients?®
Model Unstandardized Coefficients Standardized Coefficients T Sig
B Std. Error Beta :
1 (Constant) 521 .039 13.192 .000
Avg D.G 611 .026 .769 23.559 .000

a. Dependent Variable: Avg T.I

A table displays the parameter for independent variable D.G. and the effect on dependent
variable; statistical analysis reports the Regression coefficients Predicted and observed values of
the model have a correlation of .11, which reveals that one unit shift in the predictor describes .61
of a change in the parameter on the result variable on which it is dependent The t-value is 23.55,
and the p-value is less than .05, which indicates that the correlation is strong.

Discussion

The study concluded that the existing data points to a strong association between interpersonal
tension and differences in goals and deviant behavior. As can be seen in this study, once a
disagreement occurs in the company, workers show deviant actions in one of ignoring the laws,
going against the rules, or violating organizational traditions. Deviant behavior causes such as
embezzlement, damage to possessions, lateness to work, as well as taking unauthorized breaks and
theft (Shantz et al 2014).

Additionally, this research discovered the correlation between turnover intentions and the
reasons for conflicts of workers. This current study concurs with the previous study conducted by
Carmi & Weis (2006), which found that there is a positive correlation between conflict intention and
poor functionality, and companies can work to reduce or avoid conflict to keep the assets useful for
the business.

Conclusion

The conflict was the object of the new investigation, and all three underlying factors (P.C., N.P., and
D.G.) had been shown to be related to employee results (D.B., T.I.). According to a researcher, any
organization faces some kind of conflict for one reason: either service or product-oriented.

A research study concluded that because of the conflict of interest or deserters, management
should strive to improve conflict management as a means of retaining top performers. Giving their
workers fair and safe working conditions will result in higher productivity.

Vol. V, No. I (Winter 2020) 45



Taous Baloch, Muhammad Imran and Maria Sultana

References

Adler, N. J. (2008). .International Dimensions of Organizational Behavior. 5" Edition. Mason,
Thomson southern Western.

Aliaga, M., & Gunderson, B. (2002). Interactive statistics. Virginia. America: Pearson Education.

Allen, C. A. & Ann C. M. (1999). "The Effects of Past Performance of Top Management Team Conflict
in Strategic Decision Making”. International Journal of Conflict Management 10(4), pp.
340-359.

Armstrong, M. (2009). Armstrong’s handbook of human resource management practice 11th
edition.

Bell, A. (2002). Six Ways to Resolve Workplace Conflicts. McLaren School of Business, University of
San Francisco.

Bolin, A., & Heatherly, L. (2001). Predictors of employee deviance: The relationship between bad
attitudes and bad behavior. journal of business and psychology, 15(3), 405-418.

Bryman, A., Bell, E., Mills, A. ]J., & Yue, A. R. (2007). Business research strategies. Business
research methods, 226-238.

Carmeli, A., & Weisberg, J. (2006). Exploring turnover intentions among three professional groups
of employees. Human Resource Development International, X2), 191-206.

Cassum, L. A. (2014). Verbal violence at work place: A reality from Pakistani context. journal of
Nursing Education and Practice, 4(8), p20.

Champousx, J. E. (2003).0Organizational behavior: essential tenets (2ndedn.). Canada: South-Western
International Journal of Business and Management Studies.

Collis, J. Hussey. (2003). Business Research., New York.

Dawson, P. M. (2003). Organizational change stories and management research: facts or fiction.

Deeks, C. G. & Rasmussen, G. O. (2002). “For an Overview and the Chronicle in the New Zealand”.
Journal of Industrial Relations for an Overview of Current Events13. pp. 12-14.

Havenga, W. (2002). A comparative analysis of conflict dynamics within private and public sector
organizations. PhD Thesis, Potchefstroom University.

Hitt, M. A., Miller, C., & Chet, C. A. (2006). Organizational Behavior: A Strategic Approach. USA:
John Wiley& Sons, Inc.

Isa, A. A. (2015). Conflicts in organizations: causes and consequences. journal of Educational Policy
and Entrepreneurial Research (JEPER), 2(11), 54-59

Manning, M. (2014). A Study of Personnel Conflict between Native English Teachers and Korean
Management. ot B Fu S5+3|stS 12Xt 2 E, 671-688.

Mazni, A., & Roziah, M. R. (2011). Towards developing a theoretical model on the determinants of
workplace deviance among support personnel in the Malaysian public service
organizations. In I2th International Conference on Human Resource Development
Research and Practice across FEurope, The University of Gloucestershire, Cheltenham,
England, 23 (Vol. 48).

McGrane, F. Wilson, J. & Cammock, T. (2005). Leading employees in one-to-one dispute resolution.
Leadership & Organization Development journal, 26(4), 263-279.

Medina, J. F. Munduate L. M. Dorado M. A. & Guerra M. J. (2005). “Types of Intergroup Conflict
and Effective Reactions”. Journal of Managerial Psychology. 20(314), pp. 219-230.

Mobley, W. H. (1982a). Some unanswered questions in turnover and withdrawal research. Academy
of Management Review, 7(1), pp. 111 - 16.

Mobley, W. H. (1982b). Employee Turnover: Causes, Consequences, and Control. Reading, MA:
Addison Wesley.

Mobley, W. H., Horner, S. O., & Hollingsworth, A. T. (1978). An evaluation of precursors of hospital
employee turnover. Journal of Applied Psychology, 63(4), 408-414.

Muhammad, A. K. Hasan A. Kashif, Ur. R. (2009). “Impact of Task Conflict on Employee’s
Performance of Financial Institutions”. European Journal of Scientific Research 27(4), pp.
479-487.

Neher, W. W. (1997). Organizational communication: Challenges of change, diversity, and
continuity. Boston: Allyn and Bacon.

Pandey, N., Pandey, A., & Kothari, D. A. K. (2016). Soft Skills in Defense Services--Need of the
Hour. Macro and Micro dynamics for Empowering Trade, industry and Society, 161.

Patrick, J. M. (2008). Management. Barron’s Educational Series, New York.

Pilanthananon, M. (1984) “Strategy for solving conflict.” Mit-kru. 26, January.

Rahim, M. A. (2011). Managing conflict in organizations. New Jersey, NJ: Transaction Publishers.

Rebellow, R. M. (2015). Factors influencing deviant behavior among adolescents. /ndian journal of
Applied Research, 5(10), 583-584.

Robbins, S. (2005). Organizational behavior. New Jersey: Prentice Hall.

46 Global Management Sciences Review (GMSR)



Conflict and its Impact on Employees Behavioral Outcomes in Sugar Mills Dera Ismail Khan, Pakistan

Robinson, S. L., & Bennett, R. J. (1995). A typology of deviant workplace behaviors: A multi-
dimensional scaling study. Academy of Management journal, 38: 555-572.

Saunders, M., Lewis, P., & Thornhill, A. (2003). Research methods forbusiness students. Essex:
Prentice Hall: Financial Times.

Suliman, A. M., & Abdulla, M. H. (2005). Towards a high-performance workplace: managing
corporate climate and conflict. Management Decision, 43(5), 720- 733.

Suliman, A. M., & Al-Shaikh, F. N. (2007). Emotional intelligence at work: Links to conflict and
innovation. Employee Relations, 29(2), 208-220.

Tseng, M.L. & Lin, YH. (2009). Application of Fuzzy DEMATEL to develop a cause and effect model
of municipal solid waste management in Metro Manila. Environmental monitoring and
assessment 158, 519-533.

Vol. V, No. I (Winter 2020) 47





