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SYNOPSIS

             The report is the outcome of the study on “organizational climate and work conflict among middle level employees” in Jagannath Textiles cotton limited, Coimbatore. The study is to analyze the expectations of the employees in relation to the environment of the organization and also conflict in the work place of the employees. 

      Climate of an organization is somewhat similar to the personality of a person, which is unique and different form the others. Similarly, each organization has its own organizational climate that clearly distinguishes it from other organizations. Basically, the organizational climate reflects a person’s perception of the organization to which a person belongs.
       The work Conflict is the result of divergent expectations form two or more people in the working environment. It exists when the expectations of a job are mutually different or opposite and the individual cannot meet one expectation without rejecting the other.
       From the Review of literature, the factors that influence climate of the organization are consolidated into seven parameters namely environment, team work, management effectiveness, rewards and recognition, involvement, competency, commitment. Work conflict thus puts the employee or worker in such a situation where he becomes unaware of his role and responsibilities.

        The primary data was collected through questionnaire and the secondary data was collected from various journals, books and Internet. The sample of 70 middle level employees was collected. 
        It was found that the employees were highly satisfied with the climate of the organization and also seem to be less conflict in the work place. The company shall provide more financial incentives like monetary reward to enhance the efficiency of employees.
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1. INTRODUCTION

       Introduction plays an important role in each and every research. Through proper introduction, research or title can be clearly explained. The research done under the title “organization climate and work conflict” in Jagannath Textiles Cotton Limited, coimbatore., with the objective to identify the climate of the organization and conflict in the work place prevailing among middle level employees. This chapter provides an introduction to the following topics.

· 1.1 Textile industry.

· 1.2 Jagannath Textile Company limited.

· 1.3 Organization climate and work conflict.

1.1 TEXTILE INDUSTRY

     Textile industry, which is called as the Mother Industry of our country, occupies a unique place in the economy of country. The industry has witnessed a phenomenal growth during the last decade and half.
     In India, Textile Industry is one of the oldest and foremost industries and it provides tremendous opportunities for employment and huge amount as revenue. The Indian Government is also playing a major role in promoting the textile industries.

     Textile Industry is providing one of the most basic needs of people and it hold importance. Maintaining sustained growth for improving quality of life.  It has a unique position as a self-reliant industry, from the production of raw materials to the delivery of finished products, with substantial value-addition at each stage of processing; it is a major contribution to the country’s economy.

      Although the development of textile sector was earlier taking place in terms of general policies, in recognition of the importance of this sector, for the first time a separate Policy Statement was made in 1985 in regard to development of textile sector.                            The textile policy of 2000 aims at achieving the target of textile and apparel exports of US $ 50 billion by 2010 of which the share of garments will be US $ 25 billion. The main markets for Indian textiles and apparels are USA, UAE, UK, Germany, France, Italy, Russia, Canada, Bangladesh, and Japan.

      The main objective of the textile policy 2000 is to provide cloth of acceptable quality at reasonable prices for the vast majority of the population of the country, to increasingly contribute to the provision of sustainable employment and the economic growth of the nation; and to compete with confidence for an increasing share of the global market.

    Cotton is the most popular fiber and to make clothing. Today there has been existence of combination of polyester and viscose, which has led to the success of production. India is one of the leading countries that produce cotton, polyester and viscose.

COTTON – CONSUMPTION TRENDS
       It is believed that cotton was first grown and put to use in India before anywhere else in the world. From those ancient days India has been a manufacturing nation and an exporter of fine cotton fabrics to all nations. From then onwards India’s long history of cotton textile Industry started.
     Cotton industries first came to Bombay and other nearby places. Even against adverse conditions of famine and natural calamities, slowly the industry spread its wings in other areas also. In the beginning of 19th century there were only 236 mills as against a total of 1850 mills during the period of 1999-2000.

     The cotton textile mills were more concentrated in the states of Maharastra, Gujarat, Tamilnadu, Uttar Pradesh, and West Bengal. As regards spinning mills, Tamilnadu occupies first place in its growth, out of which nearly 50% of mills are found in Coimbatore alone.
COTTON TEXTILE IN COIMBATORE

         Coimbatore is called the “South Indian Manchester”. The climate in Coimbatore city is very favorable for the development of textile industries.  The easy availability of raw materials, sufficient skilled laborers, and humid and soft wind prevailing in Coimbatore district are the other major factors for the development of the textile industry in Coimbatore. Tirupur, which is the most popular for hosiery unit forms apart of Coimbatore textile city. 

    Presently India has the second largest installed spindle in the world next to China. India is having around 1600 organized and 100 unorganized spinning units with an installation capacity about 35 million spindles.

     The spinning sector has recently changed from an essentially labor intensive into a capital-intensive industry. The transformation imposed the management of the machinery and of the entire firm has to assure of highest quality and optimum performance. Introducing computer technologies in all fields of the sector has helped to achieve high quality parameters and a very high productivity level the cotton technology mission launched with much fanfare has really difficult tasks ahead. The main objective behind setting up of the mission with a corpus of Rs.593 crores was to bring the entire gamut of research, development, marketing and processing of cotton under one umbrella so as to improve production, productivity and the quality of Indian cotton.

    The cotton technology mission launched with much fanfare has really difficult tasks ahead.  The main objective behind setting up of the mission with a corpus of Rs.593 crores was to bring the entire gamut of research, development, marketing and processing of cotton under one umbrella so as to improve production, productivity and the quality of Indian cotton.

SPINNING INDUSTRY


Spinning is the process of drawing out and twisting of a group or bundles of fibres into a continuous thread/yarn of sufficient strength to be woven or knitted into fabrics. Yarns, being intermediate product to the textile industry production sequence, or subjected to frequent changes with fashion, particularly in the clothing and household textile sectors. The market for spinners has therefore, become more diverse and short term due to the trend in fashion designing and has now developed into a buyers market. Yarn characteristics, quality, price and above all the customer depending upon the needs for their end product today decide the delivery conditions.


Most of the spinning mills in the world can produce standard and commonly used yarns, that too of good quality. Mills are now equipped with latest and high production machines and is required to have ever-greater production flexibility. Quick delivery and fast reactions to customer’s requirements will in future be in greater demand in the world market than hitherto.

     In a spinning mill, raw materials like cotton, polyester, viscose are individually processed or in blended form. Normally the yarn is produced for consumption either for the leaving requirement or knitting requirement. Special types of yarn are produced for exclusive use in industrial applications like fibers, tyre cords, hoses etc.


   Textile is traditionally meant for woven fabric. The term came from the word ‘textre’ meaning to weave. India is well known in the world over as a regular supplier of quality cotton yarn. However, over the years its standing in the world market is being cost, with the steadily deteriorating performance of mill and closure of units due to reduced profitability. Costs are escalating while margins are being eroded.

The textile industry is a group of related industries which uses a variety of natural (cotton, wool, etc.) and/or synthetic fibres to produce fabric. It is a significant contributor to many national economies, encompassing both small and large-scale operations worldwide. 

Subdivision of the textile industry into its various components can be approached from several angles. According to reference, the classical method of categorizing the industry involves grouping the manufacturing plants according to the fibre being processed, that is, cotton, wool, or synthetics. The modern approach to textile industry categorization, however, involves grouping the manufacturing plants according to their particular operation. 

· Wool Scouring
· Wool Finishing

· Dry Processing

· Woven Fabric Finishing

· Knit Fabric Finishing

· Carpet Manufacture

· Stock and Yarn Dyeing and Finishing

Traditionally, the textile industry is very energy, water, and chemical-intensive. About 60% of the energy is used by dyeing and finishing operations. Environmental problems associated with the textile industry are typically those associated with water pollution. Natural impurities extracted from the fibre being processed along with the chemicals used for processing are the two main sources of pollution. Effluents are generally hot, alkaline, strong smelling and colored by chemicals used in dyeing processes. Some of the chemicals discharged are toxic. Other environmental issues now considered equally important and relevant to the textile industry include air emissions, notably Volatile Organic Compounds (VOC).
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A textile is a flexible material comprised of a network of natural or artificial fibres often referred to as thread or yarn. Yarn is produced by spinning raw wool fibres, linen, cotton, or other material on a spinning wheel to produce long strands known as yarn. Textiles are formed by weaving, knitting, crocheting, knotting, or pressing fibres together 

 Uses
     Textiles have an assortment of uses, the most common of which are for clothing and containers such as bags and baskets. In the household, they are used in carpeting, upholstered furnishings, window shades, towels, covering for tables, beds, and other flat surfaces, and in art. In the workplace, they are used in industrial and scientific processes such as filtering. Miscellaneous uses include flags, backpacks, tents, nets, cleaning devices, such as handkerchiefs; transportation devices such as balloons, kites, sails, and parachutes; strengthening in composite materials such as fibre glass and industrial geotextiles, and smaller cloths are used in washing by "soaping up" the cloth and washing with it rather than using just soap.
Thus the textile industry is one of the major industries providing ample number of employment opportunities that will increase the welfare of the society. In order to have continuous improvement in the textile industry, every employee should work in efficient manner to make the industry to run in the successful way. In Jagannath Textile Company Limited with its market leadership has catered to the variety requirements of the market. Equipped with sophisticated machinery and skilled personnel, JTCL has consistently delivered superior quality yarn. JTCL’s strength rests on its capability to meet the requirements which is reflected in its wide product variety that makes the organization to achieve great success in this industry.

Organizational climate is important factor to be considered in an organization as it has an impact over the satisfaction level of the employees and their perception towards the organization. The favorable organization climate helps not only to achieve the individual goals and for sustainable development of the organization as a whole. The work conflict has been studied along with organizational climate as it had an impact over the productivity and all functional activities of the organization. The study has been taken to know the organizational climate, as it was perceived by its members, which has been taken into consideration in order to make the employees work more effectively and to increase the productivity in the textile industry.

1.2 JAGANNATH TEXTILE COMPANY LIMITED
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Jagannath Textile Company LTD. (JTCL) though a relatively new venture, has made remarkable progress in spinning quality yarn. JTCL has an astonishing Production capability, productivity and a committed team of skilled workers numbering approximately 1000. Under the guidance of its promoter, Shri Ramesh Kumar Tibrewal, who personifies the true spirit of enterprise, JTCL has established a distinct identity in the textile market within a decade of its existence.

JTCL has a unique inspirational work culture. JTCL rests on strong ethical and moral foundations, relying on the deeds of wisdom propagated by Swami Vivekananda, Mahatma Gandhi, and Rabindranath Tagore and our first Citizen, His Excellency  
Dr. A.P.J. Abdul Kalam.  With strong business acumen, successfully demonstrated by its Promoter, the company has progressed steadily from dealing in cotton waste to the position of eminence it holds in manufacture of Superior Quality yarn.

     The location has been chosen to promote employment generation in the interior and rural areas of Coimbatore district. JTCL commitments are not purely business centric. It encompasses a wider societal obligation. The promoter have chosen, Karuvalur, Karumathampatti, near Coimbatore, as the Plant location. The small underdeveloped village has been chosen to promote a social cause of, “Enabling Progress Through Enterprise” Further, the plant location meets the business requirements. The plant is close to major consumption centres like Tirupur, Somanur, Palldam, Karur, Madurai, and Erode, thereby promising enormous scope for expansion of the company.  
At JTCL, learning and sharing of knowledge becomes an integral part of its work culture. This unique work culture has been able to spin the work force together. 
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       Swami Vivekananda’s words of wisdom form the back bone of the entire workforce at JTCL, spinning its success story without any major hiccups.

PRODUCT RANGE

100% cotton - Superior Quality Yarn / Auto Coro Yarn
Count Range : 2 s to 30 s

“you name the variety-we deliver it”

The Count ranges from 2’s to 30’s in both cheese and cone form from “AUTOCORO”. Yarn can be doubled in TFO and also given in hank form of SHPR / DHCR / DHPR. Package size of cheese can be given upto 4 Kg's.
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Available in

· Cheese

· Cone

· Hanks (SHPR & DHCR)

· Double (TFO)

· Multifold.
Speciality

The Speciality of the unit enables production of multiple types of yarn at a time, simplifying the entire manufacturing process. Different varieties of yarn like the Electronically cleared yarn, without EYC, Warp Yarn, Weft, Hosiery yarn, Slub Yarn, Doubled Yarn, Contaminated Cleared Yarn all can be produced at a time.

Delivery

Uncompromising quality norms has enabled JTCL easily scale new heights of success within a short span of time, With dedication and team work of its workforce, JTCL is moving from strength to strength with confidence, ease and style.

PRODUCT VARIETY

JTCL with its market leadership has catered to the varied requirements of the market. Equipped with sophisticated machinery and skilled personnel, JTCL has consistently delivered superior quality yarn. JTCL’s strength rests on its capability to meet the market requirements which is reflected in its wide product variety. 

JTCL offers four varieties of yarn: 

· Platinum                          

· Diamond

· Gold

· Silver

	Product Variety 
	Yarn
	Count Range
	Applications

	Platinum
	Spun from the       highest grade 100% virgin cotton
	Count ranges from 10’s-30's.
	Denim, Trouser Segment, Hosiery segment and export bath towels.

	Diamond
	Spun from 100% virgin cotton 
	Count ranges from 6’s-20’s.
	Denim, Trouser and high quality fabric manufacturing segments. 

	Gold
	Spun from 100%    virgin cotton
	Count ranges from 6’s-20’s.
	Best suited for corporate segment for Denim and fabric application.

	Silver
	For regular local market consumption 
	Count ranges from 2’s-20’s. 
	Best suited for grey fabrics and    home furnishing. Also used for     regular local market.
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QUALITY

At JTCL, Quality is a continual Process. Delivering quality products and services has been the primary focus of JTCL right from its inception. Clients are assured of top- notch quality consistent across the entire product range. In line with JTCL’s quality commitments, innovation and excellence form an integral part of the manufacturing process. To meet international quality standards, the company has a fully equipped Quality Control Laboratory with world Class Testing Equipment like USTER.
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Quality Policy

“Jagannath Textile Company Limited is committed to provide mutually accepted quality yarn to ensure customer satisfaction by meeting their specified requirements in time, at a competitive price, through total dedication and team work of its employees and continual improvement in the quality management system”

FACILITIES  

· Factory located in sprawling 50 acres of land with a factory built up area in ten acres

· World Class Advanced technology machines

· Quality consistent across the entire product range

· Fully Automated material handling System

· Fully air-conditioned plant humified with the latest German Technology

· Efficient water conservation through Rain water Harvesting  
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· Water Supply through water treated through Reverse Osmosis System  

· Fully automated Waste Handling system  

· Sewage treatment through modern bio- friendly methods  

· In house Power Generation Plant capable of excellent back up facility. Quality Power assurance 24x360.  

· Safety Norms occupy top priority. Full Protection through fire hydrant system and adequate lightening arrestors.  

· Full-Fledged Training Centre offering excellent scope for skill enhancement  

· Full-Fledged Canteen facilities for employees   

· Full-Fledged quarters facilities with playground and gardens  

· A well established Township for the employees is located within the factory premises.

· In- house Refreshment Club with swimming pool serves as an excellent recreation for the employees  

· Playground with gardens allows the employees to spend their leisure with their family and in strengthening social bonds within JTCL

ORGANISATION CHART


[image: image14]
1.3 ORGANIZATIONAL CLIMATE AND WORK CONFLICT


Human resource is one of the most valuable and inevitable asset of the organization. The sustainable development of an organization depends on the performance and the morale of the employees. The favorable achievement of such performance and morale of the employees depend upon the climate of the organization. There are number of research study, which likely confirm that organizational climate, does have an impact on the individual job performance and satisfaction and also on the overall effectiveness of the organization. Climate is a system concept that reflects the entire life style of an organization.

                 Climate of an organization is somewhat similar to the personality of a person, which is unique and different form the others. Similarly, each organization has its own organizational climate that clearly distinguishes it from other organizations. Basically, the organizational climate reflects a person’s perception of the organization to which he belongs. It is a set of unique characteristic and features that are perceived by the employees about their organizations, which serves as a major force in influencing their behavior.
Concept and Meaning of Organizational climate

The concept of organizational climate was formally introduced by the human relationship in the late 1940’s. Now it has become a very useful metaphor for thinking about and describing the social system. 
Climate consists of a set of characteristics that describe an organization, distinguish it form other organizations are relatively enduring or time and influence the behaviour of people in it. Various components of the internal environment constitute organizational climate. The climate consists of characteristics that describe and distinguish an organization from other organizations. The climate influences the behaviour of the people working within an organization. Organizational climate is affected by the style of the management, the organizational policies and general operating procedures.

Organizational climate is relatively enduring quality of the internal environment that is experienced by its members, influences their behaviour and can be described in terms of the values of a particular set of characteristics of the organization. It is very important factor to be considered in studying and organizing organizations because it has a profound influence on the outlook, well-being and attitude of the members of the organization and thus, on their total performance. It affects the behaviour of people in three ways;
a. Defining the stimulus that confronts the individual.

b. Placing constraints upon the individual’s freedom of choice.

c. Providing source of reward and punishment.
The organizational climate is also serves as the guidelines for dealing with people and has a major influence on motivation and productivity of individuals as well as total work group. A sound climate is a long-term proposition and also considered to be organizational assets.
Thus organizational climate is the manifestation of the attitudes of organizational members toward the organization itself. An organization tends to attract and keep people who fit in its patterns is perpetuated at least to some extent. Therefore the organizational climate is a ‘global expression of what the organization is and can be understood as the ‘social setting of the organization’.
Definitions of Organizational Climate
      “Organizational climate is a relatively enduring quality of the internal environment that is experienced by the members, influence their behaviour and can be described in terms of values of particular set of characteristics of the organizations” (R. Tagiuiri).
 “A set of attributes specific to a particular organization that may be induced form the way that organization deals with its members and its environment. For the individual members within the organization, climate takes the form of a set of attitudes and expectancies which describe the organization in terms of both static characteristics (such as degree if autonomy) and behaviour outcome and outcome-outcome contingencies” (John P. Campbell).
A simple definition of organizational climate is:

"Elements of the work environment that may be measured by the way organization deals with its personnel and its social and task commitments." (Litwin and Stringer).
Factors influencing Organizational Climate
            Various authors had brought out the factors responsible for the organizational climate based on their research studies and their own perceptions.

According to Litwin and Sringer (1968), the factors that affect organizational climate are: 

Organizational Structure: Perceptions of the extent of   organizational constraints, rules and regulations

Individual responsibility: Feeling of an individual’s freedom to exercise his duties and responsibilities 

Rewards: Feelings related to being confident of adequate and appropriate rewards

Warmth and support: Feeling of general fellowship and helpfulness prevailing in the work setting.

Risk and Risk taking: Perceptions of the degree of challenge and risk in the work situation.

Tolerance and Conflict: Degree of confidant that the climate can tolerate; differing opinions.

Other factors influencing organizational climate may include:
                   The manager's active interest in developing subordinates; 

a. Compliance with the organizations procedures;

b. Concern for training new incumbents; 

c. Employee autonomy and Boosting employee morale and job satisfaction

Organizational Values and Norms: Conformity, Loyalty, impersonality and reciprocity.

Richard M.Hodgetts, stated that the factors influencing Organizational climate has been classified two major categories. They are overt factors and Covert factors. The factors that are observable and measurable are called overt factors. The factors that are of visible and quantifiable are called Covert factors. The Overt factors are Hierarchy, Financial resources, Goals of Organization, Skills and abilities of personnel, Technological state, and Performance standards, Efficiency Measurement. The Covert factors are Attitudes, Feelings, Values, Norms, Interaction, Supportiveness, and Satisfaction.

According to Taguiri, the five factors are identified on the basis of information provided by the managers. They are 

1. Practices relating to providing a sense of direction or purpose to their jobs setting of objectives, planning and feedback.

2. Opportunities for exercising individual initiative.

3. Working with a superior who is highly competitive and competent.

4. Working with cooperative and pleasant people.

5. Being with a profit oriented and sales oriented company.

According to Schneider and Barlett, the factors are

1. Management Support 

2. Management Structure

3. Concern for new employees

4. Inter agency conflict

5. Agent Dependence

6. General Satisfaction

For Katz, the factors are
1. Rules Orientation

2. The Nurturance of subordinates

3. Closeness of supervision

4. Universalism

5. Promotion- Achievement Orientation

Impact of Organizational Climate 


Organisational climate has a great influence over the performance of the employees as it has an effect on motivation and job satisfaction of all the employees in the Organisation

There are four mechanisms by which organiational climate affects performance, satisfaction, attitudes of people in the organisation.

Organizational variables can operate as constraint systems in both positive and negative sense by providing knowledge of what kinds of behavior are rewarded, punished or ignored. The organization can influence behavior by attaching different values to behavioral outcomes would then influence the behavior of those people most interested in those specific values.

Organizational variables may affect behavior through evaluation of the self and such exaltation will, in turn, influence behavior. There are not physiological and psychological variables associated with this evaluation process.

Organizational factors work as stimuli. As stimuli, they influence an individual’s arousal level, which is a motivational variable directing behavior. The level of arousal will directly affect the level of activation and hence performance.

Organizational variables influence behavior in that they influence the individual to form a perception of the organization. This perception in turn influences behavior.

ORGANIZATIONAL CLIMATE AND EFFECTIVENESS

The following factors are considered for measuring the effective climate in the organization:
 Environment: Employee safety, environment stresses and physical space environment.

This is the main concentration of the members of an organization. If the physical environment of an organization is comfortable directly it will reflect in the productivity.

 Team work: Teamwork occurs when group members work collectively utilizing their skills to accomplish a common purpose. It is the outcome of conscious efforts made by the members and the leaders.   An organization’s teamwork are reflected in the way of groups are formed. The communication between the leaders and its members should share information and power to empower team members and to reach goals. It will develop a good climate in an organization.  
Management effectiveness: Management should be effective in leading its members. It should pay a careful attention in the needs and expectations of the workers. They must listen and appreciate various suggestions from its members. Management should build trust. Managers can build trust through communication, support, respect, fairness and competency.  

Involvement: An organization’s approach to decision-making can be focused on maintaining good relations or on achieving results. In addition, the issue of who makes the decisions is importance; it could be people high up in the hierarchy, experts; or those involved in the matters about requiring a decision. Problems can be seen as challenges or irritants. They can either be solved by the supervisor alone or jointly by the supervisor and the subordinates concerned, or they can be referred to a higher level. These different perspectives and ways of involving members contribute to the creation of an organizational climate.

Rewards and Recognition: Rewards reinforce specific behaviors, thereby arousing and sustaining specific motives. Selfless contributions to the team effort should need to be adequately rewarded through promotions, pay raises, special allowances etc. Consequently, what is rewarded in an organization influences the organizational climate.
Competency: The management should consider employees as an asset and they should be well taken care off. The higher officials should work for the welfare of employees and improve their working conditions by introducing technological equipments and training courses. Training should provide enough opportunity to develop their knowledge and skills. It is also important to identify the skill within an employee before training.

Commitment: Commitment means to duty or pledge to something or someone, Organizational commitment can mean something pledged by an organization as opposed to its members. Commitment is most difficult and most readily proven during tough times. It is a desire to maintain membership in the organization. It shows the morale of members in an organization. 

These factors are considered important in measuring climate of an organization. It influences the performance of the employees because it has major impact on motivation and job satisfaction of an individual employee.

 
Motivational climate of an organization can be assessed with the help of an instrument especially designed for this purpose. One such instrument is Motivational Analysis of Organizations- Climate or MAO – C. This provides a profile of organization based on the six motives namely Achievement, Expert power (corresponding to the influence motive), Control, Dependency, Extension, and Affiliation. 
The Six motives characterizing Dominant Organizational Climates:
	Motives
	Characterizing Organization

	Achievement
	Industrial and business organizations.

	Expert power (corresponding to the influence motive)
	University departments, scientific organizations

	Control
	Bureaucracy (as in government departments)

	Dependency
	Traditional or one- man organizations

	Extension
	Community service organizations

	Affiliation
	Clubs


Development of sound organizational climate


The development of sound organizational climate-organizationally and individually effective- is a difficult and complex task. The sound organization climate should be so architectures as would optimize the organization’s effectiveness and efficiency besides fulfilling the individual objectives. The following factors can be considered for improving the organization climate;

1. Economic Conditions: A solvent economic condition of an organization will pave a way for the employee’s development and individual goal attainment.

2. Leadership Styles: Leadership styles also can improve or malign organizational climate. For effective climate, a democratic leadership style is more suitable than others.

3. Organizational Policies: A clear and acceptable organizational policy is an important determinant for sound climate. This helps to create atmosphere of high reward orientation and self-actualization.
4. Managerial Values and Ethos: the values and ethos by the management help in building up the healthy climate in the organization. The factors such as individual autonomy, principle of equity, security and opportunity are determining factors of managerial values and ethos in the organization.

5. Organizational structure: The design of organization structure also determines the internal organizational climate. Humanistic approach plays an effective role in building a sound climate.

6. Characteristics of Participants: The personal characteristics of the organization participants greatly influence the development of organization climate. The highly skilled and educated employees will set an environment marked by competitions and risk taking. The young energetic staff will be action oriented, while less skilled and tardy workers will not be so result oriented.

7. Achievement of Individual Goals: The growth of sound organizational climate depends on how far the organization has been able to accommodate conditions for personal development satisfaction of psychological and sociological wants of the employees.

8. Participative Management: Participative management actually recognizes the desire of the workers and is directly related to the development of sound and organizational climate

9. Quality of Work Life: As the Quality of work life increases the employee participation and also an effort to increase productivity through improvement in psychological system. This helps to increase a favorable climate in organization.

          Organizational climate is important factor to be considered in other organizations as it has an impact over the satisfaction level of the employees and their perception towards the organization. The favorable organizational climate helps not only to achieve the individual goals and for sustainable development of the organization in a whole.

Organizational climate Vs. Work conflict
In any social institutions like a family, club, religious community, or work organization, individuals have certain obligations towards the institution, which in turn gives each one of them a defined place in the system. This scheme of mutual obligations can be called a role and the individual’s on place in the system a position or an office.


Conflict is the struggle between incompatible or opposing needs, wishes, ideas, interests, or people conflict arises, when individuals or groups encounter goals that both parties cannot obtain satisfactorily.
Nature of Conflict

· Conflict produces stress and anxiety for those experiencing it. Since normal decision processes or activities are interrupted, it causes some level of discontent and frustration.

· Conflict threatens harmony and unity within social groups such as the family, club, school, etc., people in these groups are taught that it is important to get along with others and avoid conflicts.

· In many organizations, managers are evaluated and rewarded on the basis of how they will maintain peace and harmony in their work units. The absence of conflict is often considered a sign managerial effectiveness.

Work conflict

The work Conflict is the result of divergent expectations form two or more people in the working environment. It exists when the expectations of a job are mutually different or opposite and the individual cannot meet one expectation without rejecting the other.

Role VS Office


A role is the place one occupies in a social system as defined by the functions one performs in response to the expectations of the ‘significant’ members of a social system and one’s own expectations from that position or office.  
  Office (or Position) and Role

	Office/Position
	Role

	Is based on power relations

Has related privileges

Is usually hierarchical

Is created by others

Is part of the structure 

Is evaluative
	Is based on mutuality

Has related obligations

Is non-hierarchical

Is created by others and the role occupant

Is part of the dynamics

Is descriptive


The Role as the integrating point of the organization and the individual:





The Role as a Region of Individual-Organization Interaction


Conflict-management techniques:

· Problem solving- face to face meeting of the conflicting parties for the purpose of identifying the problem and resolving it through open discussion.

· Superordinate goals- creating a shared goal that cannot be attained without the cooperation of each of the conflicting parties.

· Expansion of resources- when a conflict is caused by the scarcity of a resource-pay, money, promotion, opportunities, office space- expansion of the resource can create a win-win solution.

· Avoidance- withdrawal from, or suppression of, the conflict.

· Smoothing- playing down differences while emphasizing common interests between the conflicting parties involved.

· Compromise- Each party to the conflict gives up something of value.

· Authoritative command- management uses its formal authority to resolve the conflict and then communicates its desires to the parties involved.

· Altering the human variable- using behavioral change techniques such as human relations training to alter attitudes and behavior that cause conflict.

· Altering the structural variables- changing the formal organization structure and the interaction patterns of conflicting parties through job redesign, transfers, creation of coordinating positions, and the like.
Results of work conflict


An individual confronted with work conflict will experience psychological stress leading to emotional problems. The likely end result will be a decline in performance. Work conflict is inversely related to job satisfaction and directly related job tension and anxiety. Role conflicts can have a markedly adverse impact on satisfaction and even on mental or physical health. Sometimes for the focal person, the emotional costs of work conflict include job satisfaction, low confidence in the organization and high score on the multi-item index of tension.
Organizations using participative management tend to minimize work conflict. Persuasion and group pressures can be exercised to bring subordinates goals closer to organizational goals. 
1.4 SCOPE

        Organizational climate is important factor to be considered in an organization as it has an impact over the satisfaction level of the employees and their perception towards the organization. The favorable organizational climate helps not only to achieve the individual goals and for sustainable development of the organization in a whole. 

        The work conflict has been studied along with organizational climate as it had an impact over the productivity and all functional activities of the organization. This study has been taken to know the organizational climate, as it was perceived by the respondents.

TO THE RESEARCHER


The researcher could understand the working environment provided by the organization to the employees and various reasons that conflict may arise among the employees. The researcher could get a chance to interact with the employees of the organization and know their expectations regarding the work environment and prevailing conflict in the work place.

TO THE ORGANIZATION


The study helps to evaluate the expectation level of employees. It helps the organization to identify the type of conflict and expectations regarding the environment of employees and examine their relation to their work. It helps the management to deal with employees according to their views.

TO THE RESPONDENTS

It helps the respondents to know their level of conflict and work environment they perceive and understand them in a better manner. It helps them to openly express their feelings and views.

1.5 OBJECTIVES
PRIMARY OBJECTIVES:
· To study the perceived organizational climate of the employees in Jagannath Textiles Cotton Limited, Coimbatore .
· To analyze the conflict in the work place among middle level employees.
SECONDARY OBJECTIVES:
· To analyze the relationship between the personal factors and the perceived    organizational climate.
· To analyze the relationship between the personal factors and the perceived work conflict. 

1.6 LIMITATIONS 

· The study is applicable to this organization only and it cannot be generalized.

· Reluctance of the employees to answer vital questions even though confidentiality was provided with.

· The limitations of statistical tools apply.

· The study of the period is confined to 8 weeks.

· As the production levels were high and peak the workers could not spare time with the researcher.
2. REVIEW OF LITERATURE

         Review of literature looks into the previous studies carried out by researchers in the concerned field. Previous studies that are reviewed in order to gain an insight into the extent of research done and to access what impact it will have on the study.
The review of literature is comprised of 2 headings:

2.1.  Organizational climate.

2.2.  Work conflict.

2.1 Organizational climate

           “Organizational climate is a relatively enduring quality of the internal environment that is experienced by the members, influence their behaviors and can be described in terms of values of particular set of characteristics of the organizations” -R. Tagiuiri.
          Litwin and stringer (1966)1, in their study, “The influence of organizational climate on human motivation” have included six factors which affect organizational climate. These are

 (i) Organizational structure – perception of the extent of organizational constraints, rules, regulations, red-tape;

(ii) Individual responsibility – feelings of autonomy of being one’s own boss;

(iii) Rewards – feelings related to being confident of adequate & appropriate rewards;

(iv)Risk and risk-taking – perceptions of degree of challenge and risk in the work situation;

(v) Warmth and support – feelings of general good fellowship and helpfulness prevailing in the work settings;

(vi) Tolerance and conflict – degree of confidence that the climate can tolerance differing opinions.​
These factors are very important that influences mainly on organizational climate which similarly reflects on human motivation. Some of these factors are considered while measuring climate of the study.
     Keller, Julian, Kedia, [1996]2, in their study “A multinational study of work climate, job satisfaction, and the productivity of R&D teams”. A study was conducted covering 658 industrial and 1033 academic R&D teams in 11 countries, not including the United States. The climate variable of work importance explained unique variance in publication of original articles as well as external ratings of technical quality for both samples. The climate variable of participation/ cooperation accounted for unique variance in articles published in both samples, and in technical quality ratings for the industrial sample. Satisfaction with supervision accounted for unique variance in patents and technical quality ratings for the academic sample. The inclusion of country as a control variable had some effects on the results, but still left work climate and job satisfaction as relatively robust predictors of R & D team productivity. 

This explains the importance of climate towards attitude of the workers and also it helps in analyzing expectations of the workers.

Shadur, Kienzle and Rodwell (1999)3 through their study “The Relationship between Organizational Climate and Employee perceptions of Involvement” conducted at the Queensland University of Technology and Deakin University on 269 employees of an information technology company found that there was greater employee involvement in decision making, a stronger teamwork climate and increased communication did not create an innovative organizational climate in the perception of the employees. They also found that bureaucracy did not have a negative effect on employees’ feelings about participation in decision-making, teamwork and communication. They found as expected that employees perception about their jobs were highly related to employee perceptions of participate in decision-making, teamwork and communication.


Davidson, Cameron [2000]4 in the Study “Organizational Climate and in influence upon performance: A Study of Australian Hotels in South East Queensland”. Gathered data from 14 four\five star hotels and examined the nature and degree of influence organizational climate had upon the performance of hotels. Employee’s perception of customer satisfaction was studied both as an index performance and as an intervening variable between organizational climate and financial performance. The most important finding of the study was that the variation in the seven dimensions [such as leader facilitation and support, professional and organizational spirit, conflict and ambiguity, regulations, organization and pressure, job variety, challenge and autonomy work group cooperation, friendliness and warmth and job standards] of organizational climate accounted for 30% of the variation in employee perception of customer satisfaction.

A broader and more systematic study of climate dimensions described by Schneider and Bartlett (1968)5, in their study “Individual differences and organizational climate” included 6 items that should be included in determining organizational climate. These are managerial support, managerial structure and concern for new employees, inter-agency conflict, agent dependence and general satisfaction. 

Taguiri (1968)6, “comments on organizational climate” has identified 5 factors in organizational climate on their basis of information provided by managers. These are 

(i) practices relating to providing a sense of direction or purpose to their jobs- setting of objectives, planning and feedback.

(ii) Opportunities for exercising individual initiative.

(iii) Working with a superior who is highly competitive and competent. 

(iv) Working with cooperative and pleasant people.

(v) Being with a profit minded and sales-oriented company.

Kangis, Gordon and William [2000 UK]7 in the study “Organizational climate and Corporate Performance: An Empirical Investigation”. The result showed a consistent association between climate and performance. Independent of sector, companies performing above average showed higher values on climate dimensions than those performing below average.

Walkin, Group, [2001]8, carried out a climate survey at ten boiling plants in one of the worlds on largest soft drinks companies with the title “How to Improve Organizational Climate”. The results showed that the plants with the most favorable working environment were the most profitable.


Parker,et.al. [2003]9, “Relationships between psychological climate perceptions and work outcomes: a meta-analytic review”. In this study, meta-analytic procedures were used to examine the relationships between individual-level (psychological) climate perceptions and work outcomes such as employee attitudes, psychological well-being, motivation, and performance. Our review of the literature generated 121 independent samples in which climate perceptions were measured and analyzed at the individual level. These studies document considerable confusion regarding the constructs of psychological climate, organizational climate, and organizational culture and reveal a need for researchers to use terminology that is consistent with their level of measurement, theory, and analysis. Our meta-analytic findings indicate that psychological climate, operationalized as individuals' perceptions of their work environment, does have significant relationships with individuals' work attitudes, motivation, and performance. Structural equation modeling analyses of the meta-analytic correlation matrix indicated that the relationships of psychological climate with employee motivation and performance are fully mediated by employees' work attitudes.

Pattanayak (1998), states that climate affects performance in three ways:

· By defining the stimuli that confronts the individual

· Placing constraints on the individual’s freedom of choice

· Providing sources of rewards and punishments.

Pooja(2008)10, in her study on “Dimensions of climate in organizational commitment” states that “At the individual level, climate is the summary perception of the organization’s work environment providing a common frame of reference for attainment of some congruity between behaviors and the system’s practices and procedures, acting as a potent influence on individual performance and satisfaction. Research on sources of climate perceptions focuses on either the structural or the selection-attraction-attrition approaches (Joyce and slocum jr., 1984). The structural approach proposes that characteristics of organizational structure influence climate perceptions. This approach does not deny the influence of individual characteristics but it gives primary consideration to structural factors. Climate should therefore change from setting to setting.

 The selection-attraction-attrition approach (Schneider, 1987) states that individuals seek and are sought out by organizations to ensure a certain match between the individual and the organization. The process of attrition improves this match, in which individuals move (quit or transfer) to affect better person-organization congruence, or the organization takes remedial action to deal with initial mismatches by means of termination or transfer. The selection-attraction-attrition process highlights the role of HR practices in defining the organizational climate. It results in the organization being constituted of distinct personalities that are responsible for “unique structures, processes and cultures that characterize organizations”. The organizational leadership also encourages specific policies and practices to achieve specific organizational goals, which give rise to unique structures, processes and cultures within the organization.

A newer approach to organizational climate is the cultural approach, which proposes that organizational climate arises from the intersubjectivity of members as they interact within a context established by an organization’s culture (Moran and Volkwein, 1992). A definition of organizational climate can then mean that it is the way in the organization by which deep structures of the culture are manifested in the interplay between situational contingencies, interacting group members, and ultimately culture itself. The climate then operates at levels of attitudes and values, while culture operates at these levels as well as at the level of basic assumptions”. 

Organizational climate has been found to be a determiner of an organization’s ability for sustaining high performance. It provides levers to form an integrated people’s strategy that shifts performance and the necessary tools that enable employees to do their jobs properly (Gonzalez, 1999). 

An employee’s perception of the organization’s work environment has long been recognized a potent influence on employee cognitions, attitudes and behaviors (Ostroff, 1993). Environment influences job satisfaction, organizational commitment, employee turnover, vocational adjustment and occupational stability (O’Reilly et al., 1991). While talking about the impact of organizational climate on employee attitudes various studies have emphasized the relationship between organizational climate and organizational commitment of employees (Mc Murray et al., 2004). 

Huselid (1995) has found that HR practices were associated with employee productivity, turnover and company’s financial performance. Those factors were grouped into employee skills and organizational structures that facilitated the use of those skills and factor that contributing to employee motivation. Huselid (1996) showed the impact of selection, training, compensation, grievance procedures, decision making and internal promotional practices and the interaction of these practices with the employee perceptions of organizational performance.   


Lincoln [2005]11, “A Study on Organizational Climate in Tobacco Industry”. This study focuses on 10 different aspects such as role and position, motivational processes, communication, employee growth and development goal setting, leadership styles, problem solving procedures, industrial relations, conflict resolution methods and control elements among five major departments such as Personnel and Administration, Finance/Accounts, Maintenance. Factory Engineering, Exports and Construction. It was found that there is a healthy relationship between management and the employers and had to a healthy organizational climate. These factors showed the result sound climate results in improvement in the productivity as well as it shows the high employee morale.

These results are very useful while considering factors for framing the questionnaire to the study.  

Srivatsav, [2005]12, “A Study on Climate across Management Level in an organization”. The author had framed a hypothesis that the people working at different management levels with the same organization could have differing perceptions of the organizational climate by considering the motivational analysis of organizations’ climate, which has 6 months based on the 12 dimensions. The result arrived was there is no difference in the perception of climate between middle and senior management levels. The results are helpful in setting hypothesis to the study.   

        Singh and Dhilion, [2005]13, in their study titled “Organizational Climate and Organizational Role Stress: A Correlation Study in Newspaper Industry”. The aim of the study was to investigate the amount as well as the kind of relationships between perception of internal environment of the organization and felt role stress experienced by the reporters of newspaper organization. It needs to be mentioned that only significant correlation coefficients obtained have been depicted in the tables proves that internal environment have direct relationship with the role stress. 

      (Denision, 1996)14, in his study on “what is the difference between organizational culture and organizational climate” states that “Organizational climate is more concerned with the impact that organizational systems have on groups and individuals; and it is expressed in the form of organizational members’ perceptions of observable practices and procedures that are reflected in organizational life.” Three distinct approaches to study the organizational climate, viz., 

(a) The perceptual measurement of individual attributes;

(b)  The perceptual measurement of organizational attributes;

(c) The multiple measurement of organizational attributes combining perceptual and more ‘objective’ measurements. 

These perspectives were distinguished by characterizing the first as ‘psychological climate’, and the second and the third perspectives as ‘organizational climate’. 
         John hunt (1979)15, in his study “Predicting Effectiveness from Individual or Organizational Climate Scores” states that Organization theory has been caught on an individual-collective dichotomy for years. Systems theorists have argued that the whole or, even, the role system of an organization cannot be explained by studying the individual parts. From this perspective the whole is greater than the sum of the parts. Contrary to this perspective have been the theorists who argue that the individual is the important factor of organizations and that any attempt to develop a system out of a collective of different individuals is deceptive, particularly when theorists attribute needs, goals, and actions to the whole rather than to the individuals within the organization. 

       Van dam et al., (2008)16, in their study of “Daily Work Contexts and Resistance to Organizational Change: The Role of Leader-Member Exchange, Development Climate, and Change Process Characteristics” In the last decade, researchers have started to investigate the psychological processes that are involved in employees' experiences of organizational change. The characteristics of the daily work context related to employees' resistance to change through aspects of the change process. This show the relationships of leader-member exchange and perceived development climate with employees' resistance to a merger were fully mediated by three change process characteristics (i.e. information, participation, and trust in management). In addition, two individual-level characteristics (i.e. openness to job changes, and organizational tenure) showed significant relationships with resistance to change. Employees' role breadth self-efficacy was not related to resistance. Together, the results suggest a number of ways in which organizations can increase the effectiveness of their change efforts. 

Shukla and Mishra, [2006]17, in their study, “A Study of the Organizational Climate of Professional Colleges” The study conducted on sample of the teaching faculty of the professional colleges of Indore District. The findings showed that the 60% of faculty of professional colleges are satisfied with the climate of the Organizations and also they proved that the climate of the organization creates work stress with its employees.  
Pestonjee and Pande, [2006]18, in the “Study of Organizational Climate in Relation to Organizational Role Stress (ORS) and Learned Helplessness (LH)”. The purpose of the study is to investigate the relationship between the factors of learned helplessness (LH) and organizational role stress (ORS) to the motivational climate of the organization. The sample comprised of two hundred and twenty respondents belonging to the middle management of five units of the engineering industry located in western India. Motivational Climate of the organization is analyzed by using MAO-C questionnaire (Pareek 1981) comprising of 60 statements employing twelve dimensions and six motives of the organization. Organizational Role Stress scale (Pareek 1981) is used to measure the stress the individual feels in the organization. It is a five point scale wherein 10 dimensions of stress are measured. Learned Helplessness scale (Pestonjee and Reddy, 1988) consisting of 24 items with a six-point rating format, is used to measure learned helplessness. From the results, we observe that Role Erosion was the highest contributor of stress in this group. The climate of the organization that is related to the trust among various members and groups seems to significantly affect the learned helplessness and stress of the executives. ‘Management of rewards’ was the other dimension of organizational climate, which had a significant bearing on the dependent variables of learned helplessness (LH) and organizational role stress (ORS).

Srivastava, Holani and Bajpai [2006]19, in their study, “Impact of Banking Reforms on Employees’ Role Clarity: A Case of an Indian Public Sector Bank” concluded that Leadership and management is also important factor of work culture. Banking reform has brought changes in managerial pattern. More power and autonomy has been assigned to public sector banks in decision-making. As a result, accountability of management has increased. These developments have given a professional shape to public sector bank managements over the years. Subsequently, professionalized management had developed a work centric culture in public sector banks. Responsibilities and accountabilities to employees have been assigned. Thus, employees became clear about their job duties. It is a fact that with clarity about guidelines and policy, expectation of the organization has also increased. 

     Amit and martin (2007)20, in their study “Effect of service climate on service quality: an integrative model” Service employees create 'moments of truth', which lead customers to make judgments about service quality. This study examined an integrated model of the relationship between management practices, employees' service behaviors and service capability, and service quality. Results indicate that management practices had a significant impact on service behaviors and service capabilities of employees. These service behaviors directly indicate climate of the organization. Employee service behaviors in turn affected both employee and customer perceptions of service quality.

        Peter cotton (2003)21, in his study titled “Developing an Optimal Organizational Climate” says that Different researchers and organizational consultants offer a range of answers to climate. However, beyond differences in language and concepts, there is some overlap in current views about what constitutes an optimal climate.  In the organizational behavior research literature, an optimal work team climate is often described in terms of high levels of employee participation, a focus on skill development and management support. 

Organizational health research has addressed through developing causal models (i.e., using structural equation and multi-level analytic techniques) of how organizational climate factors operate and interact in high performing work teams (i.e., work teams that achieve excellent and sustained business and people-related outcomes).  This approach has found that climate dimensions operate as a dynamic system feeding into four core people management processes.  These four processes are:

(a) Empathy (i.e., supportive leadership)

(b) Clarity (i.e., clear and shared understanding of goals and objectives),

(c) Engagement processes (i.e., involvement in decision-making, working relationships, goal alignment) and

(d) Learning (i.e., appraisal, feedback and development processes).

Organizational health research has found that work teams where these four elements are functioning optimally exhibit the lowest risk for employee withdrawal behaviors (including psychological injury compensation claims). 

   Organizational climate is important factor to be considered in other organizations as it has an impact over the satisfaction level of the employees and their perception towards the organization. The favorable organizational climate helps not only to achieve the individual goals and for sustainable development of the organization in a whole.

Work conflict

“Work Conflict is the result of divergent expectations form two or more people in the working environment. It exists when the expectations of a job are mutually different or opposite and the individual cannot meet one expectation without rejecting the other.”
          James Dawson (2005)22 in his study “Work it out - An excellent article on Conflict Management” states that "To manage conflict effectively you have to understand the function, norms and process of conflict." In short, SAFE provides a framework for productive conversations through a series of 4 behaviors.

· Solicit and be open to solutions
· Attend mentally as well as physically

· Focus on what's important
· Encourage honest communication, not blame or judgments.

"Conflict in a team environment is almost inevitable, but it doesn’t have to be destructive. In fact, it can be a positive factor in project success. Here is a primer on conflict resolution, including four communicative behaviors that can help project leaders turn differences into dividends." 
A “SAFE” environment is one in which team members show consideration for each other's point of view before they speak or respond to what has been said. It is not a blank check to say whatever comes to mind, but a constructive and purposeful process. Creating this environment takes time, and your example and behavior will set the tone that everyone will receive the same consideration.

         Shabbar -Corporate Trainer & Psychological Counselor23 in the study of “Conflict at Work” states that “Conflict is such a broad term for what can be experienced, ranging from office gossip to outright being physically aggressive. In nearly every single office there are always going to be personality clashes at some point, and most of the time they will be fairly easily sorted out. However, sometimes they aren't and there is often no other option than to resign”. 

Five Strategies for Dealing with Conflict:

· Avoidance also can be know as Ignoring (I Lose / You Lose)

· Accommodation also can be know as Looking Good (I Lose / You Win) 

· Compete (I Win / You Lose)
· Compromise (Illusion of I Win / You Win but not in real sense
· Collaborate (Actually I Win / You Win)
Use this strategy when the goal is to meet as many of the current needs as is possible. The most difficult strategy if confidence is low as it involves actually naming the issue to the conflict-creator, which can cause huge anxiety and fear. Be very sure that you have not committed the same conflict and that you do not in the future. If you are not getting anywhere, ask for further information from the other person about the reasons for their behavior, but don't ask the questions with 'why' at the beginning - if you do this will actively put the other person under the spotlight and they will get defensive.
        Denise et al., (2003)24 in their study on “Coping with multiple dimensions of work-family conflict” states that “one way to reduce work-family conflict is for individuals to have the ability to effectively cope with the stressful demands. The relationships between four styles of work and family coping direct action, help-seeking, positive thinking, avoidance/resignation and levels of work-family conflict are considered. Two different forms of work-family conflict (time-based and strain-based) were examined as well as the effect of direction (work interfering with family, family interfering with work) to examine the efficacy of different coping styles. Help-seeking and direct action coping used at home were associated with lower family interfering with work conflict levels. Avoidance/resignation coping was associated with higher conflict levels of all types. The results suggest individuals may have greater control and opportunity for positive change within the family domain compared with the work environment.”

Peterson, Smith and other academicians of Academy of Management [1995]25. In their study ‘Role Conflict, Ambiguity, and Overload: A 21-Nation Study’. The extent of role conflict, role ambiguity, and role overload reported by middle managers from 21 nations was related to national scores on power distance, individualism, uncertainty avoidance, and masculinity. We adapted earlier role stress scales and assessed equivalence using multi group confirmatory factor analysis. Role stresses varied more by country than by personal and organizational characteristics. Data were aggregated to the national level. Power distance and collectivism were negatively related to role ambiguity and positively related to role overload. This result serves as a guideline for measuring conflict among middle level employees in the study.

      Tammy (2004)26, in his study on “Conflict at Work - The Hidden Costs of Poorly Managed Organizational Conflict” states that “Conflict in organizations is not a problem. Well managed conflict contributes to creativity, strategic initiative, more effective systems and communication, stronger workplace relationships and greater commitment to the organization. Organizations shouldn't attempt to prevent conflict, but should instead focus energy on preventing unresolved or destructive conflict.”

 Here are a few of the most common conflict costs that are overlooked by managers:

· Grievances and related complaints
· Time and salary loss. 

· Attrition. 

· Absenteeism and health care expenditures
The hidden costs of conflict can be more significant to the bottom line and the overall health of the organization. So, the conflict should be handled in such a way that should not affect any of the costs.
Sonya Moring (2008)27, in his study on “Workplace Conflict” discussed that Workplace conflict can take many forms, including:

· Miscommunication that gets in the way of relationships and creates a bad atmosphere in the workplace 

· Subtle discrimination that labels people or stigmatizes them so that they feel vulnerable and under attack 

· Cultural clashes, where each person is coming from their own point of view and unwilling or unable to look at the viewpoint of another 

· Unspoken conflict, when a situation is not addressed and becomes the "elephant in the room," that everyone sees but no one discusses 

Conflict coaching is a powerful intervention that can support both parties involved, by addressing not just the conflict, but the underlying relationships. Coaching provides a safe and confidential environment for people to work through their differences.

       Kelly (2000)28, in his study on “Conflict Resolution - Managing Workplace Conflict” says that “It goes by many names -- conflict prevention, conflict resolution, conflict management, the names go on.” These terms were all created to combat a similar problem. For the most part, people who deal with these issues all agree with the same principle.
We have observed 3 major types of workplace conflict:

· Task Conflict.

· Process Conflict.

· Relationship Conflict.
If no resolution is sought for conflict the affects are often devastating: 

· Job stress and burnout raises which typically increases absenteeism and turnover.
· Distrust and suspicion develops often creating an “us versus them” culture.
· Job satisfaction and performance falters.
· Employee loyalty and commitment declines.
The benefits of effective conflict resolution are great: 

· Improve organizational decision making 

· Inspire employees to articulate and clarify their ideas and positions 

· Stimulate innovation, creativity and forward thinking 

· Improve individual and group performance 

Louise (2002)29, in his study on “Conflict Resolution” discussed that “Turning swords into plough-shares is not an easy task, but the ability to facilitate conflict resolution is a key skill for any manager or team leader. Some organizations seem to promote conflict as a means to driving their workforce, using a divide and rule mentality. Competitive behaviors can in some situations improve team performance, by initiating creativity and increasing the productivity of management teams.”

In the work place we may need to identify:

(a) The key initiators of conflict e.g. ill-defined responsibilities with lots of grey areas, or actual or perceived inequality. 

(b) How individuals respond to the initiators and whether their behaviour can be modified,

(c) If conflict occurs how this is communicated to the appropriate levels in the organizational structure; and

(d) Whether the area of conflict resolved by a quick, short-term fixes or whether long term solutions are identified and implemented by managers.

Whilst internal or external competition can in some circumstances improve organizational performance, becoming embroiled in conflict can drain resources and reduce performance levels. Effective conflict resolution results from providing opportunity for the respective parties to understand the needs and expectations of others. This requires parties to listen as well as talk and for those facilitating the discussion to ensure that in the conclusion of the meeting all their interests are adequately addressed and everyone is satisfied with the outcome and that triggers of personal conflict are completely closed out.
Makler (2005)30, in his study entitled “The Magic 8 Step Formula for Winning Every Conflict” says that “Life is full of adversity. It is virtually impossible to go through life without having arguments and disagreements with others. In his book The Richest Man Who Ever Lived Steven K. Scott talks about the following steps to conflict resolution.” Steps are:

1. Understand the Ramifications of every conflict. 

2. Make it Your Goal to Achieve a Win Win Outcome. 

3. Get advice from your counselors and mentors. 

4. Don’t make Personal attacks. 

5. Keep it Confidential. 

6. Practice Forgiveness. 

7. Give a Gift.
8. Don’t drag it out.

If you follow these simple 8 steps you will be able to resolve every conflict no matter if it’s business or personal related in a manner that is beneficial to you.
Jordan & Troth (2004)31, in their study on “Emotions and Coping with Conflict: An Introduction” states that “an understanding of behaviors in the work environment is not complete until we understand the nature and effect of human emotion. We all experience emotions that affect the way we feel and behave at work. The links between emotions and conflict and the behaviors individuals engage in to cope with stressful situations that result from workplace conflict.  This is particularly so in conflict situations where the level of interaction between individuals results in exposure to emotions on a regular basis.” 

      Susan (2000)32, in his study on “Fight for what’s Right: Tips to Encourage Meaningful Conflict” says that “Conflict avoidance is most frequently the topic when conflict in organizations is discussed. Conflict resolution - as quickly as possible - is the second most frequent topic. This is bad news because meaningful work conflict is a cornerstone in healthy, successful organizations. Conflict is necessary for effective problem solving and for effective interpersonal relationships.

Conflict is usually uncomfortable. Many people don't know how to participate in and manage work conflict in a positive way. In a poorly carried out conflict, people sometimes get hurt. They become defensive because they feel under attack personally. People have to work with certain people every single day, so they are afraid conflict will harm these necessary ongoing relationships.

So, knowing how to raise issues and participate in meaningful work conflict is key to your success in work and in life. These tips will help.

· Create a work environment in which healthy conflict is encouraged by setting clear expectations.
· Reward, recognize, and thank people who are willing to take a stand and support their position.
· If you experience little dissention in your group, examine your own actions.
· Expect people to support their opinions and recommendations with data and facts. 
Effectively managed work conflict has many positive results for your organization, however. When people can disagree with each other and lobby for different ideas, your organization is healthier. Disagreements often result in a more thorough study of options and better decisions and direction. According to Peter Block, in The Empowered Manager: Positive Political Skills at Work (Compare Prices), if you are unwilling to participate in organizational politics and conflict, you will never accomplish the things that are important to you at work, your work mission. And, that would be tragic.

    Robinson (1998)33, in his study on “5 Steps to Reduce Conflict at Work” discussed that “Conflict is in everyone's life. But it’s very hard to work in an environment where conflict exists. First of all, you’re not very excited to get out of bed in the morning and go to work.  Second, unresolved conflict can cause health problems do to stress. It might be difficult to implement at first, but if you and your co-workers practice the following five steps, you’ll enjoy work more by minimizing destructive conflict.” 

· Honor the diversity of others' opinions.

· Avoid put-downs, blaming others and labeling. 

· Listen until the other person is finished. 

· When communicating in a conflict situation, use "I" statements like "I think....I feel.....I need." When we use "you" statements, we put the other party on the defense. 

· Give yourself permission to state your needs. No one is a mind reader. 

Conflict is here to stay. It will never go away. Carl Jung once wrote, "All the greatest and most important problems of life are fundamentally unsolvable. They can never be solved, but only outgrown." If you can get a handle on how to reduce conflict situations, you’ll look forward to going to work, have less stress and produce more. 

      Grzywacz & Butler (2005)34,in their study on “Conflict analysis and resolution” discussed that “The work patterns that have become apparent in the 21st century include increasing numbers of women in the workforce, increasing pervasiveness of work in people's lives, high performance work practices and worker stress, increasing worker dissatisfaction and diminishing social capital. As a result exploration of the interface between work and family has often focused on conflicts between the two domains, yet recent research has suggested that engagement in work roles and family roles can contribute positively to each other by enhancing and enriching people's lives.”
 Christine (2007)35, in his study on “How to Handle Conflict at Work- Tips for Effectively Dealing with Workplace Disagreements” says that “Dealing with conflict in the workplace can be a delicate and difficult situation. Follow these simple steps to deal with it effectively.
Let’s face it: You’re never going to see eye-to-eye with everyone you work with. There will always be minor disagreements and differences of opinion. The workplace is supposed to be a nice mix of people – so the occasional conflict is to be expected. It can impact your entire career and it can say a lot about your character.”

 Take some time to learn the basics of “dispute resolution” and follow these tips:
· Always be respectful. 

· Be willing to back down. 

· Show your willingness to negotiate. 

· Ask a neutral, third party to mediate.
· Be solution oriented.

The way you handle conflict in the workplace can have an enormous impact on how you are viewed as an employee. 

Thus the review of literature has helped the researcher to have a clear idea about the research topic. A proper collection of past studies acts as a guidelines for the future project. Here the reviews are collected on the basis of climate and  work conflict carried down by many researchers.
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3. RESEARCH METHODOLOGY

 According to Redman and Mory define research as a “systematized effort to gain new knowledge”

       According to D.Slesinger and M.Stephenson in the Encyclopedia of  Social Sciences define research as “the manipulation of things, concepts or symbols for the purpose of generalizing to extend, correct or verify knowledge, whether that knowledge aids in construction of theory or in the practice of an art.”
RESEARCH DESIGN
       “A research design is the arrangement of conditions for collection and analysis of data in a manner that aims to combine relevance to the research purpose with economy in procedure”. Descriptive type of research method has been adopted for this study where in the participants were asked to fill in the questionnaire provided. The major emphasis of the study is to discover the ideas and insights of the employees regarding training and development in their organization. The steps that are followed while planning and executing a research project are as follows:
· Define the problem

· Review what is known about the problem

· Decide on research methods to be used

· Conduct the research

· Analyze the data

· Interpret and report the results.
TOOLS FOR DATA COLLECTION:

  The data were collected from both the primary and secondary sources.
· Primary data: The primary data for the research study were collected through structured questionnaire. The questionnaire was prepared mainly to know the quality of work life of the employees in the organization. Personnel interview method was also used to collect data. The questions were structured and direct as to make the respondents understand it easily. The questionnaire has been prepared in such a way that it has taken into consideration all possible ways of getting maximum information from the employee. 
· Secondary data:  Secondary data are those, which are already collected and recorded. Secondary data was collected from journals, magazines, newspapers, manuals of the company and websites.
Sampling Plan

 Sampling is a process of obtaining the information about an entire population by          examining only a part of it.

· Sampling Unit
 The sampling unit selected for the survey was the middle level employees of   Jagannath textiles company Limited.
· Sample Size

Total samples of 70 employees were chosen for the survey.
Sampling Techniques

           Sampling technique used in this study is Non-probability sampling, which is also known as deliberate sampling or Convenience sampling. This type of sampling is very convenient and is relatively inexpensive.
Scaling

      The descriptive survey was conducted with the help of the Likert-type scale, which helps the respondents to spot out their options. The Likert-type scale includes the options such as 

· Strongly disagree -1

· Disagree - 2

· No opinion - 3

· Agree - 4

· Strongly Agree – 5.

STATISTICAL TOOLS

         The data collected was analyzed with appropriate techniques. The techniques used for the analysis are percentage method, Mean Score Value,  graphical representation.

· Percentage Method: The percentage method is used to calculate the percent of the favorable and unfavorable responses.
Percentage = Number of response / Number of respondents * 100. 
· Mean Score Value Method: MSV is used to find the mean score of the factor from the respondents.

Score Value= Number of respondents*Score Value

                     MSV=Score Value/ Number of respondents 

· Graphical representation: Bar, pie charts and diagrams are used for diagrammatical representation.
4. ANALYSIS AND INTERPRETATION
      Analysis refers to the computation of certain measures along with searching patterns of relationship that exists among data groups.

      Interpretation refers to the task of drawing inferences from the collected facts after a thorough analysis. The task of interpretation has 2 major aspects.

· The effort to establish continuity in research through linking the results of a given study with those of another.

· The establishment of some explanatory concepts.
Thus interpretation is the device through which the factors that seem to explain what has been observed by researcher in course of the study can be better understood. It also provides a theoretical conception which can serve as a guide for further researches.

          The data collected in Jagannath Textile Company Limited is analyzed and interpreted in order to measure the expectations regarding climate and prevailing conflict among the employees. The following factors are considered:

4.1 Personal factors.

4.2 Organizational Climate factors.

4.3 Work Conflict factors.
PATTERN OF ANALYSIS

	FACTORS CONSIDERED
	TOOLS APPLIED

	Personal Factors 
	

	Age
	Percentage 

	Gender 
	Percentage

	Educational qualification
	Percentage

	Monthly income
	Percentage

	Experience 
	Percentage

	Marital status
	Percentage 

	Organizational Climate Factors
	

	Environment
	Mean Score Value

	Team work
	Mean Score Value

	Management effectiveness
	Mean Score Value

	Involvement 
	Mean Score Value

	Rewards and Recognition 
	Mean Score Value

	Competency 
	Mean Score Value

	Commitment 
	Mean Score Value

	Work Conflict Factors
	Mean Score Value

	Comparative analysis of morale level based on their gender.
	Mean Score Value

	Comparative analysis of influencing power on people based on their experience.
	Mean Score Value


4.1 PERSONAL FACTORS

   1. AGE

Analysis of the personal profiles reveals that with age, employees gain more knowledge in their respective fields, which results in better performance. Also as age increases, their maturity level too increases and they are in a better position to take better decisions. The age of employees is directly linked to their experience. The following table shows the range of employees distributed among various age limits.

TABLE.NO. 1.1

                                                                     AGE

	AGE
	NO. OF RESPONDENTS
	PERCENTAGE

	20 to 30 yrs
	58
	82.8

	31 to 40 yrs
	12
	17.2

	41 to 50 yrs
	0
	0

	51 to 60 yrs
	0
	0

	TOTAL
	70
	100


The above table shows the age wise classification of the respondents, 82.8% of the respondents are in the age group of 20 to 30 years, 17.2% of the respondents are in the age group of 31to 40 years, and none of the respondents are in the age group of 41 to 50 years and 51 to 60 years.

Age of an employee is a prominent factor, which influences his/her attitude towards any demanding task as well as to adapt to changing environment.
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     2. GENDER

   The gender of the respondents plays an important role in their job performance. Gender shows the difference in perception, attitude, beliefs and performance in their work environment. The table below shows the classification of respondents based on their gender.

TABLE.NO. 1.2

GENDER

	GENDER
	NO. OF RESPONDENTS
	PERCENTAGE

	MALE
	50
	71.4

	FEMALE
	20
	28.6

	TOTAL
	70
	100


The above table shows that 71.4% of the workers are male and 28.6% of the workers are female.
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3. EXPERIENCE

Experienced people are having more knowledge about organization and familiar with organization culture and they can perform the work more accurately to the company’s standards.

                                                     TABLE.NO. 1.3
                                                  EXPERIENCE

	EXPERIENCE
	NO. OF RESPONDENTS
	PERCENTAGE

	0 to 2 yrs
	31
	44.4

	3 to 4 yrs
	27
	38.5

	5 to 6 yrs
	5
	7.14

	7 and above
	7
	10

	TOTAL
	70
	100


This table shows that 44.4% of the respondents have 0 to 2 years of experience, 38.5% have 3 to 4 years of experience, and 10% of the respondents have 5 to 6 years of experience and the rest 10% of the respondent have more than 7 years of experience. 

With the increase in the experience, the bond between the employee and the organization also increases. This also motivates the employee to perform tasks, much more efficiently, to achieve the targeted objectives and goals. 
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4. MONTHLY INCOME

Many factors can influence the pay rate of an employee and all these factors must be examined carefully when determining pay scales. Employee classification tends to be one of the major factors determining salary ranges.

TABLE.NO. 1.4

MONTHLY INCOME

	MONTHLY INCOME
	NO.OF RESPONDENTS
	PERCENTAGE

	<5000
	35
	50

	5001-10000
	29
	41.4

	20001-30000
	6
	8.6

	>30000
	0
	0

	TOTAL
	70
	100


The above table shows that 50% of the respondents monthly income below Rs.5000, 41.4% of the respondents earn between Rs.5001-10000. There are 8.6% of the respondents in the income category of Rs.20001-30000 and none of the respondents are in above Rs.30000.
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TABLE.NO. 1.5

MARITAL STATUS

	MARITAL STATUS
	NO.OF RESPONDENTS
	PERCENTAGE

	MARRIED
	14
	20

	UNMARRIED
	56
	80

	TOTAL
	70
	100


The above table shows that 80% of the workers are unmarried and 20% of the workers are married.
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6. EDUCATIONAL QUALIFICATION

Education determines the knowledge of employee. An increase in the level of education shows positive impact on the employee’s performance. Educational qualification is required for employees as they perform to increase efficiency, productivity and profitability.

TABLE.NO. 1.6

EDUCATIONAL QUALIFICATION

	QUALIFICATION
	NO.OF RESPONDENTS
	PERCENTAGE

	ITI
	18
	25.7

	DIPLOMA
	15
	21.5

	UG
	26
	37.1

	PG
	6
	8.5

	OTHERS
	5
	7.2

	TOTAL
	70
	100


The above table shows that 25.7% of respondents have completed their ITI, 21.5% of the respondents have completed their diploma course, 37.1% of the respondents have completed their under graduate course and 8.5% of the respondents have completed their post graduate course and the remaining 7.2% of the respondents have completed their school level.
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4.2 ORGANIZATIONAL CLIMATE FACTORS

 Climate consists of a set of characteristics that describe an organization, distinguish it form other organizations are relatively enduring or time and influence the behavior of people in it.
1. ENVIRONMENT
Employee safety, environment stresses and physical space environment. This is the main concentration of the members of an organization. If the physical environment of an organization is comfortable directly it will reflect in the productivity.

TABLE.NO: 2.1                 
                                                        ENVIRONMENT

	S.NO
	                AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	NO
	A
	SA
	MSV

	1.
	My work area is safe, clean and comfortable working environment with necessary equipments.
	0
	0
	4
	18
	48
	4.6

	2.
	I maintain a good balance between work and other aspects of my life.
	2
	2
	7
	30
	29
	4.1

	3.
	I am satisfied with my working conditions that are up to my expectation.
	0
	0
	6
	30
	34
	4.4

	4.
	I have the flexibility to arrange my work schedule to meet my personal/family responsibilities.
	0
	5
	8
	31
	26
	4.1


MSV = 4.3
From the analysis it is found out that majority of the employees were strongly agreed that their work area is safe, clean and comfortable with necessary equipments. Many employees agreed that their working conditions are up to their expectation. Same numbers of employees agree that they maintain a good balance between work and family aspects and they also can arrange their work schedule. On the whole it is understood that employees have a comfortable working environment. 
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2. TEAM WORK

Teamwork occurs when group members work collectively utilizing their skills to accomplish a common purpose. It is the outcome of conscious efforts made by the members and the leaders. The communication between the leaders and its members should share information and power to empower team members and to reach goals. It will develop a good climate in an organization.
TABLE.NO: 2.2           
TEAM WORK                  
	S.NO
	                     AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	NO
	A
	SA
	MSV

	5.
	My superior gives me help and support.
	0
	4
	10
	28
	28
	4.1

	6.
	My superior gives feedback on what I am doing right and where to improve.
	0
	0
	7
	25
	38
	4.4

	7.
	I am able to work in team with my co-workers.
	0
	0
	2
	33
	35
	4.4

	8.
	My department communicates well with other departments in my company.
	0
	2
	3
	30
	35
	4.4

	9.
	My department makes a valuable contribution to my company.
	0
	0
	6
	25
	39
	4.4

	10.
	My department meets its customer requirements
	0
	0
	12
	31
	27
	4.2


MSV = 4.3

      From the analysis it is found out that majority of the employees were strongly agreed that their superior gives feedback of their work and they were able to work in a team with their co-workers. Many employees agreed that their department communicates well with other departments in the company and their contribution to the company is valuable. Some employees agreed that their department meets its customer requirements and their superior gives help and support in their work. On the whole it is understood that employees have a comfortable team and the outcome of their work meets its customer requirements.

                                                 CHART NO: 2.2
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(A) Superior’s help and support.       (D)  Communication between the departments.
(B) Superior’s feedback.
                    (E)   Department contribution to the company.

(C) Work in team with co-workers.   (F)    Customer requirements.
3. MANAGEMENT EFFECTIVENESS

Management should be effective in leading its members. It should pay a careful attention in the needs and expectations of the workers. They must listen and appreciate various suggestions from its members. Management should build trust. Managers can build trust through communication, support, respect, fairness and competency.  

TABLE.NO: 2.3              
                                        MANAGEMENT EFFECTIVENESS

	S.NO
	                      AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	NO
	A
	SA
	MSV

	11.
	Management pays careful attention to my suggestion.
	0
	0
	11
	40
	19
	4.1

	12.
	I trust management.
	0
	0
	6
	36
	28
	4.3

	13.
	Management has a good understanding of what goes on in my department.
	0
	0
	9
	31
	30
	4.3

	14.
	I am treated with respect by management.
	0
	0
	6
	27
	37
	4.4

	15.
	I wish to give suggestions for the development of the company.
	0
	0
	8
	36
	26
	4.2


MSV =4.26 
From the analysis it is found out that majority of the employees were strongly agreed that they were treated with respect by management. Many employees agreed that they trust management and also the management have good understanding of what is going on in all the departments. Majority of the employees agree that they wish to give suggestions for the development for the company and also management pays careful attention to their suggestions. On the whole it is understood that employees have an effective management in the organization. 
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(A)- Management’s attention to suggestion.        (B)- I trust management.                                            

(C)- Functions of my department.                        (D)- Respect from management.

(E)- Suggestions for development of the company.

4. INVOLVEMENT

       An organization’s approach to decision-making can be focused on maintaining good relations or on achieving results. In addition, the issue of who makes the decisions is importance; it could be people high up in the hierarchy, experts; or those involved in the matters about requiring a decision. Problems can be seen as challenges or irritants. They can either be solved by the supervisor alone or jointly by the supervisor and the subordinates concerned, or they can be referred to a higher level. These different perspectives and ways of involving members contribute to the creation of an organizational climate.
	S.NO
	                          AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	NO
	A
	SA
	MSV

	16.
	Management keeps my department adequately informed about what is going on in the company.
	4
	0
	6
	35
	25
	4.1

	17.
	My company encourages me to help in developing improved work processes.
	0
	3
	7
	30
	30
	4.2

	18.
	At my company, management seeks the involvement of employees when making important decisions.
	0
	3
	12
	30
	25
	4.1

	19.
	My company is sensitive to my individual needs
	0
	6
	10
	29
	25
	4.0

	20.
	I know what is happening in other parts of my company.
	5
	5
	16
	20
	24
	3.7


TABLE.NO: 2.4                    
                                                         INVOLVEMENT

                                                    MSV = 4.02

From the analysis it is found out that majority of the employees were strongly agreed that the company encourages them in developing improved work processes. Many employees agreed that the management informs about what is going on in the company and also the management seeks the involvement of employees when making important decisions. Majority of the employees agreed that the company is sensitive to the employees’ individual needs. On the whole it is understood that employees have an involvement in the company’s major decisions. 

CHART NO: 2.4
INVOLVEMENT
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 (A)- Information about what is going on in the company.  (B)- Company encourages me to improve. 

(C)- Involvement of employees in important decisions.  (D)- Company is sensitive to individual needs.

(E)- Knows about other parts of my company.

  5. REWARDS AND RECOGNITION

     Rewards reinforce specific behaviors, thereby arousing and sustaining specific motives. Selfless contributions to the team effort should need to be adequately rewarded through promotions, pay raises, special allowances etc. Consequently, the  reward system in an organization influences the organizational climate.
        TABLE.NO: 2.5                                            
           REWARDS AND RECOGNITION

	S.NO
	                AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	NO
	A
	SA
	MSV

	21.
	I am recognized for my good work.
	0
	0
	8
	35
	27
	4.2

	22.
	 I receive appropriate feedback about my performance.
	0
	0
	9
	35
	26
	4.2

	23.
	My company has realistic work expectations.
	0
	5
	14
	33
	18
	3.9

	24.
	I am satisfied with the pay and benefit I receive
	0
	3
	9
	41
	17
	4.0

	25.
	Promotions are based on the performance.
	0
	0
	15
	31
	24
	4.1


MSV = 4.08

From the analysis it is found out that majority of the employees were agreed that they were recognized for their good work and also received appropriate feedback about their performance. Many employees agreed that promotions are based on their performance. Majority of the employees agreed that they were satisfied with the pay and benefits which they receive and also they agreed their company has realistic work expectations. On the whole it is understood that employees were recognized for their good work and promotions are based only on their performance.

CHART NO: 2.5
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[image: image25.emf]4.2

4.2

3.9

4.1

4

3.75

3.8

3.85

3.9

3.95

4

4.05

4.1

4.15

4.2

4.25

(A) (B) ( C) (D)  (E)

VARIABLES

MEAN SCORE

(A) (B) ( C) (D)  (E)


(A)- Recognition for good work.                           (D)- Pay and benefits.
(B)- Appropriate feedback about performance.    (E)- Promotions are based on performance.
(C)- Company has realistic work expectations.
6. COMPETENCY

      The management should consider employees as an asset and they should be well taken care well. The higher officials should work for the welfare of employees and improve their working conditions by introducing technological equipments and training courses. Training should provide enough opportunity to develop their knowledge and skills. It is also important to identify the skill within an employee before training.

TABLE.NO: 2.6                        
COMPETENCY

	S.NO
	                 AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	NO
	A
	SA
	MSV

	26.
	I receive adequate training relevant to my job.
	0
	0
	8
	30
	32
	4.3

	27.
	 I have the skills I consider most important to do my job effectively.
	0
	0
	3
	29
	38
	4.5

	28.
	Training helps me to improve my performance.
	0
	5
	7
	31
	27
	4.1

	29.
	I feel stress in my job.
	22
	18
	13
	4
	13
	2.5

	30.
	My company helps me to develop myself and my career.
	0
	5
	10
	32
	23
	4.0

	31.
	I think my work is overloaded.
	20
	17
	15
	14
	4
	2.5


MSV = 3.6

From the analysis it is found out that majority of the employees were strongly agreed that they have the skills to do the job effectively. Many employees strongly agreed that they receive adequate training relevant to their job. Majority of the employees agreed that the training given helps to improve their performance. Many employees strongly disagreed that they feel stress in their job and their work is not overloaded. On the whole it is understood that employees have the competency to do the work and they receive adequate training.

                                               CHART NO: 2.6
                                               COMPETENCY
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7. COMMITMENT

     Commitment means to duty or pledge to something or someone, Organizational commitment can mean something pledged by an organization as opposed to its members. Commitment is most difficult and most readily proven during tough times. It is a desire to maintain membership in the organization. It shows the morale of members in an organization. 
TABLE.NO: 2.7                      

COMMITMENT

	S.NO
	                 AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	NO
	A
	SA
	MSV

	32.
	I am willing to put in extra effort when necessary.
	0
	6
	10
	28
	26
	4.0

	33.
	 I am proud to say I work in my company.
	0
	0
	9
	28
	33
	4.3

	34.
	I am loyal to my company.
	0
	0
	5
	26
	39
	4.4

	35.
	I plan to spend my entire career in my company
	0
	4
	12
	28
	26
	4.0

	36.
	I have a high working morale.
	0
	2
	15
	23
	30
	4.1

	37.
	I recommend my company as the best place to work to others.
	0
	2
	3
	27
	38
	4.4


MSV = 4.2
From the analysis it is found out that majority of the employees were strongly agreed that they were loyal to the company and also they recommend the company as the best place to work for others. Many employees strongly agreed that they were proud to say they work in this company and also they have high working morale. Many employees agreed that they are willing to put extra effort when necessary and also they plan to spend their entire career in the company. On the whole it is understood that employees have the strong commitment with the company and high morale.

                                               CHART NO: 2.7
COMMITMENT
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4.3 WORK CONFLICT
        The work Conflict is the result of divergent expectations form two or more people in the working environment. It exists when the expectations of a job are mutually different or opposite and the individual cannot meet one expectation without rejecting the other.

TABLE.NO:4.3                     
  WORK CONFLICT

	S.NO
	               AREAS
	NUMBER OF RESPONDENTS

	
	
	SD
	D
	NO
	A
	SA
	MSV

	1.
	At work I have to do things that should be done differently.
	15
	11
	15
	17
	12
	3.0

	2.
	 At work I couldn’t apply my views directly.
	22
	15
	11
	11
	11
	2.6

	3.
	On the job I was under incompatible policies and guidelines.
	24
	14
	12
	12
	8
	2.5

	4.
	My job offers too little opportunity to acquire new knowledge and skills
	25
	10
	12
	16
	7
	2.5

	5.
	I would like to have more power and influence over other people at work
	27
	5
	18
	17
	3
	2.4

	6.
	At work I receive an assignment without adequate resources to complete it properly
	10
	24
	17
	15
	4
	2.7

	7.
	Where I work I am not able to act regardless of whom I am dealing with
	25
	15
	20
	10
	0
	2.2

	8.
	At work I receive incompatible requests from two or more people.
	8
	29
	18
	19
	0
	2.8


MSV =2.5 

Most of the employees agree that they have to do things differently from others employees in their organization. The employees disagree that they couldn’t apply their views directly in the work place. The employees strongly disagree that they are not under incompatible policies and guidelines in their job. The employees in the organization strongly disagree with more power and influence over other employees in their work. The employees in the organization strongly disagree that they receive assignment without adequate resources to complete the work in time. The middle level employees in the organization strongly disagree that they are not acting negatively to the mistakes done by the subordinates in their work place. The employees strongly disagree that they never receive incompatible request from two or more people in the organization.

CHART.NO:4.3                                                                                   WORK CONFLICT
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COMPARATIVE ANALYSIS OF MORALE LEVEL

BASED ON THEIR GENDER
     Morale indicates the attitude of an employee about his organization. If the morale level is high, it shows the positive attitude of an employee towards his organization. Similarly, if it is low then it indicates the opposite of an employee and also it highly affects the productivity and commitment level in the organization.
The table shows the comparative study of morale level of employees based on their gender.
                                                                   TABLE NO.4.4

	MORALE

LEVEL
	STRONGLY

DISAGREE

(1)
	DISAGREE

(2)
	NO OPINION

     (3)
	AGREE

     (4)
	STRONGLY

AGREE

(5)
	MEAN

SCORE

	GENDER
	
	
	
	
	
	

	MALE(50)
	-
	2
	12
	12
	24
	4.16

	FEMALE(20)
	-
	-
	3
	11
	6
	4.15

	TOTAL(70)
	0
	2
	15
	23
	30
	


The morale level of male is found to be 4.15, while that of female is 4.16. It is found that both male and female have high morale with the organization. Gender doesn’t affect morale level among employees. There is no relationship between gender and morale among employees.
COMPARATIVE ANALYSIS OF INFLUENCING POWER ON PEOPLE BASED ON THEIR EXPERIENCE

Power influenced on people is based on the position a person belongs. Experience gained from his position makes an employee to be more confident. The table shows the comparative study of influencing power on people based on their experience.
TABLE NO.4.5

	POWER ON PEOPLE
	STRONGLY

DISAGREE

(1)
	DISAGREE

(2)
	NO OPINION

     (3)
	AGREE

    (4)
	STRONGLY AGREE

(5)
	TOTAL
	MEAN SCORE

	EXPERIENCE
	
	
	
	
	
	
	

	0 to 2 yrs
	13
	3
	6
	9
	-
	31
	2.3

	3 to 4 yrs
	10
	2
	9
	5
	1
	27
	2.4

	5 to 6 yrs
	1
	-
	2
	2
	-
	5
	3

	7 & above
	3
	-
	1
	1
	2
	7
	2.8

	TOTAL
	27
	5
	18
	17
	3
	70
	2.6(avg)


The mean score of employees with 5 to 6 yrs of experience is found to be 3, 0 to 2 yrs is 2.3, 3 to 4 yrs is 2.4 and 7 yrs & above is 2.8. It is found that employees with more experience would like to influence their power on other people. So, there is a relationship between experience and influencing power on other people.
CHART NO. 4.4
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SUMMARY

5.1 FINDINGS

The findings of the study “ORGANIZATIONAL CLIMATE AND WORK CONFLICT AMONG MIDDLE LEVEL EMPLOYEES” will help the management to know the expectations regarding the environment and level of conflict among the employees and their relation to the work.
PHASE 1:

PERSONAL FACTORS

1. The majority of 82.8% of the respondents are in the age group of 20-30years

2. Nearly 71.4% of the respondents are male. 

3. There are 44.4% of the respondents have 0 to 2 years of experience.
4. Majority of 50% of the respondents have their monthly income of <5000.

5. Majority of 80% of the respondents were unmarried.
6. Almost 37% of the respondents have an educational qualification of under graduate.
PHASE 2:

COMPARATIVE: ANALYSIS

1. INFLUENCING POWER ON PEOPLE WITH EXPERIENCE:

   There is a significant relationship between experience and influencing power on people.

2. MORALE LEVEL BASED ON THEIR GENDER: 
   There is no significant relationship between gender and morale level among employees.
PHASE 3:

1. ORGANIZATIONAL CLIMATE FACTORS

	S.NO
	FACTORS
	MEAN SCORE
	INTEPRETATION

	1
	Environment 
	4.3
	Most of the employees are highly satisfied with the work environment in the organization.

	2
	Team work
	4.3
	Employees have a comfortable team & the outcome of their work meets its customer requirements.

	3
	Management effectiveness
	4.2
	Employees are highly satisfied & they have an effective management in the organization. 

	4
	Involvement 
	4.0
	Employees have an involvement in the company’s major decisions and they are satisfied in organizational activities. 

	5
	Rewards and Recognition
	4.0
	Employees were recognized for their good work & promotions are based only on their performance.

	6
	Competency 
	3.6
	Employees have the competency to do the work and they receive adequate training.

	7
	Commitment 
	4.2
	Employees have the strong commitment with the company and high morale.


2. WORK CONFLICT FACTORS

	FACTOR
	MEAN SCORE
	INTERPRETATION

	Work conflict
	2.5
	The conflict level in the work place seems to be very low and the employees are able to do things in a comfortable manner. 


 The organizational climate which exists in Jagannath textiles cotton limited, coimbatore., is highly satisfactory and level of conflict prevailing in the work place seems to be low.

5.2 SUGGESTIONS

The organizational climate which exists in Jagannath textiles is highly satisfactory and level of conflict prevailing in the work place seems to be low. But still there is a scope for improvement in few areas. As per the requirements of the employees, some of the suggestions are as follows:

· To feel the job interesting, employees shall be given cross training.

· Employees shall be heard for their differences of opinion.

· Employees shall be motivated to implement their creative ideas to achieve their expected result.

· The company shall provide more financial incentives like monetary reward to enhance the efficiency of employees.

· Self evaluation method can be exercised among employees.

· There should be high rate of individual responsibility.

· Problem management techniques should be effective, creative and participative.

· Employment/Job related stresses could be reduced among the employees.

5.3 CONCLUSION
The study on “organizational climate and work conflict among middle level employees” in Jagannath Textiles cotton limited, Coimbatore., is to analyze the expectations of the employees in relation to the environment of the organization and also conflict in the work place of the employees. 

Organizational climate is an internal function of the system. Being unique in nature, it requires special management. However this study has been effective enough to pinpoint certain measure relevant for maintaining healthy organizational climate. Hence it is vivid that, ‘work’ or ‘labour’, which is the prime factor of any organization, is to be given focused attention. However any disturbance caused to the working atmosphere or environment will directly affect the basic foundation of the organization.
 The research instrument used was a questionnaire for data collection process and the design is descriptive in nature. The factors that influence climate of the organization are consolidated into seven parameters namely environment, team work, management effectiveness, rewards and recognition, involvement, competency, commitment. Work conflict thus puts the employee or worker in such a situation where the person becomes unaware of his role and responsibilities.

The analysis using percentage, mean score value method enumerates the various factors that were taken into consideration with the use of a questionnaire. The major findings of the study state that the employees are highly satisfied in Jagannath textiles cotton limited. The company shall provide more financial incentives like monetary reward to enhance the efficiency of employees.

However, the study highlights the relationship between various factors affecting the workers’ years of experience with the organizational climate. Likewise the study also concentrates on the effect of these factors with the concept ‘work conflict’. Hence, the study emphasized the point that organizational climate if maintained effectively can reduce the evil effects of work conflict.
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A STUDY ON ORGANIZATIONAL CLIMATE AND WORK CONFLICT AMONG MIDDLE LEVEL EMPLOYEES AT JAGANNATH TEXTILES COMPANY LTD.,

                 I am A.Bhuvaneshwari MBA, presently pursuing my major project on “organizational climate and work conflict among middle level employees” at Jagannnath textiles”. I would be highly obliged if you could answer the following questions which in turn would help me to complete the project successfully.

QUESTIONNAIRE   
I.  personal information

1. Name: _____________________________ 

2. Department: _________________________ 

3. Age Group:  
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 20 to 30 yrs                                [image: image32.png]


  31 to 40 yrs                                                                    
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 41 to 50 yrs                                [image: image34.png]


  51 to 60 yrs

4. Sex:         
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 Male                                          [image: image36.png]


 Female

5. Experience:
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 0 to 2 yrs                                    [image: image38.png]


  3 to 4 yrs                                                                    
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 5 to 6 yrs                                    [image: image40.png]


  7 and above

6. Monthly Income:
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  Below Rs.5000                 [image: image42.png]
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 Rs.10001-20000   
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  Rs.20001-30000               [image: image45.png]


  Above Rs.30000.

7. Marital Status:  
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 Married                                          [image: image47.png]


  Unmarried                                                                                    

8. Educational qualification: 

       Technical:                     
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  ITI                                          [image: image49.png]


 Diploma                                  [image: image50.png]


  UG       
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  PG                                          [image: image52.png]


 Other Specify__________________
ORGANISATIONAL CLIMATE
Please tick mark the relevant answer as provided against each question.
	 FACTORS:

 Environment
	Strongly Disagree
	Disagree
	No opinion 
	Agree 
	Strongly            Agree

	1. My work area is a safe, clean and comfortable working environment with necessary equipments. 
	 
	 
	 
	 
	 

	2. I maintain a good balance between work and other aspects of my life.
	 
	 
	 
	 
	 

	3. I am satisfied with my working conditions they are up to my expectation.
	 
	 
	 
	 
	 

	4. I have the flexibility to arrange my work schedule to meet my personal/family responsibilities.
	 
	 
	 
	 
	 

	Team Work
	 
	 
	 
	 
	 

	5. My superior gives me help and support.
	 
	 
	 
	 
	 

	6. My superior gives feedback on what I am doing right and where to improve.
	 
	 
	 
	 
	 

	7. I am able to work in team with my co-workers.
	 
	 
	 
	 
	 

	8. My department communicates well with other departments in my company.
	 
	 
	 
	 
	 

	9. My department makes a valuable contribution to my company.
	 
	 
	 
	 
	 

	10. My department meets its customer requirements.
	 
	 
	 
	 
	 

	Management Effectiveness
	 
	 
	 
	 
	 

	11. Management pays careful attention to my suggestion.
	 
	 
	 
	 
	 

	12. I trust management.
	 
	 
	 
	 
	 

	13.  Management has a good understanding of what goes on in my department.
	 
	 
	 
	 
	 

	14. I am treated with respect by management.
	 
	 
	 
	 
	 

	15. I wish to give suggestions for the development of the company.
	 
	 
	 
	 
	 

	Involvement
	 
	 
	 
	 
	 

	16. Management keeps my department adequately informed about what is going on in the company.
	 
	 
	 
	 
	 

	17. My company encourages me to help in developing improved work processes.
	 
	 
	 
	 
	 

	18. At my company, management seeks the involvement of employees when making important decisions.
	 
	 
	 
	 
	 

	19. My company is sensitive to my individual needs.
	 
	 
	 
	 
	 

	20. I know what is happening in other parts of my company.
	 
	 
	 
	 
	 

	Reward and Recognition
	 
	 
	 
	 
	 

	21. I am recognized for my good work.
	 
	 
	 
	 
	 

	22. I receive appropriate feedback about my performance.
	 
	 
	 
	 
	 

	23. My company has realistic work expectations.
	 
	 
	 
	 
	 

	24. I am satisfied with the pay and benefit I receive
	 
	 
	 
	 
	 

	25. Promotions are based on the performance.
	 
	 
	 
	 
	 

	Competency
	 
	 
	 
	 
	 

	26. I receive adequate training relevant to my job.
	 
	 
	 
	 
	 

	27. I have the skills I consider most important to do my job effectively.
	 
	 
	 
	 
	 

	28. Training helps me to improve my performance.
	 
	 
	 
	 
	 

	29. I feel stress in my job.
	 
	 
	 
	 
	 

	30. My company helps me to develop myself and my career.
	 
	 
	 
	 
	 

	31. I think my work is overloaded.
	 
	 
	 
	 
	 

	Commitment
	 
	 
	 
	 
	 

	32. I am willing to put in extra effort when necessary.
	 
	 
	 
	 
	 

	33. I am proud to say I work in my company.
	 
	 
	 
	 
	 

	34. I am loyal to my company.
	 
	 
	 
	 
	 

	35. I plan to spend my entire career in my company
	 
	 
	 
	 
	 

	36. I have a high working morale.
	 
	 
	 
	 
	 

	37. I recommend my company as the best place to work to others.
	 
	 
	 
	 
	 


WORK CONFLICT
Note: ‘Strongly Agree’ - SA: ‘Agree’ - A: ‘No Opinion’ – NO; ‘Disagree’ - DA: ‘Strongly Disagree’ - SDA

	S. No.
	Questions
	SDA
	DA
	NO
	A
	SA

	1.
	At work I have to do things that should be done differently.
	
	
	
	
	

	2.
	At  work I am not able to be myself
	
	
	
	
	

	3.
	On the job I was under incompatible policies and guidelines.
	
	
	
	
	

	4.


	My job offers too little opportunity to acquire new knowledge and skills 
	
	
	
	
	

	5.
	I would like to have more power and influence over other people at work
	
	
	
	
	

	6.
	At work I receive an assignment without adequate resources to complete it properly
	
	
	
	
	

	7.
	Where I work I am not able to act regardless of whom I am dealing with
	
	
	
	
	

	8.
	At work I receive incompatible requests from two or more people.
	
	
	
	
	


GREATEST STRENGTHS OF YOUR COMPANY:

THE AREAS THAT NEED THE MOST IMPROVEMENT IN YOUR ORGANIZATION:
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