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Abstract — The banking industry in Madhya Pradesh (MP) has been expanding very fast, with mounting competition and
growing operational requirements putting employees at the center of service provision and subjecting them to significant
workplace pressure. Conflict management within the organization has become a crucial determinant of employee performance,
job satisfaction, and overall organizational effectiveness. This research explores the type and effect of workplace disputes
among public, private, and cooperative banks in MP and examines how conflict management practices play a mediating role in
employee outcomes. Empirical data were gathered using a survey of 250 employees, spanning different positions and
experience, and were analyzed with regression and correlation to determine the interplay among levels of conflict, conflict
resolution styles, and employee performance metrics. The results show that intense levels of unmanaged conflict substantially
lower job satisfaction, impair productivity, and augment absenteeism, demonstrating the negative consequences of unaddressed
conflict on employees as well as organizational performance. In contrast, institutionalized and systematic conflict resolution
mechanisms like defining job responsibilities, initiating equitable promotion policies, encouraging open communication, and
offering targeted training were shown to increase productivity, increase employee morale, and enable better service delivery.
The research also suggests that moderate task conflict is likely to be a plus in high-performing teams, pointing to the complex
use of conflict to trigger problem-solving and creativity. These findings provide practical advice to human resource managers
and policymakers on the importance of internalizing constructive conflict resolution mechanisms and making them part of
organizational policy. Overall, the study emphasizes that effective conflict management is not only an HR priority but also a
strategic imperative to maintain performance and competitiveness in Indian banking.

Keywords - Organizational Conflict, Employee Performance, Banking Sector, Madhya Pradesh, Workplace Stress, Human
Resource Practices, Conflict Resolution, Productivity.

. INTRODUCTION

Background Context

Madhya Pradesh (MP) banking industry has undergone
great change in the last ten years, driven by plans for
financial inclusion, digital banking, and a growing
customer base. These developments have elevated the
level of operational complexity and competition among
public, private, and cooperative banks(Chauhan & Kumar,
2025). Employees are now expected to meet higher service
targets, comply with stringent regulatory frameworks,
handle diverse customer demands, and adapt to rapidly
changing technologies. This evolving environment, while
beneficial to economic growth, creates fertile ground for
workplace conflict. Interpersonal disputes, role ambiguity,
and resource competition often arise as employees struggle
to balance institutional goals with individual and team
priorities(Misra, 2025).

Problem Statement

Although organizational conflict is known to be a
ubiquitous part of the workplace, its direct effect on
employee performance in MP's banking sector is less
understood(Zaman et al., 2025). Prolonged or poorly
managed conflicts have been found to result in decreased
productivity, enhanced absenteeism, lower customer
satisfaction, and increased staff turnover. In banking,
where employee performance has a direct impact on

customer trust, quality of service, and compliance results,
uncontrolled conflict is an essential risk to institutional
success. In the midst of such urgency, systematic research
on conflict's impact on employee results in MP banks is
lacking(D. S. K. M. Mishra, 2025).

Research Gap

The majority of Indian research on organizational conflict
has focused on metropolitan areas or manufacturing and IT
industries, whose working conditions and hierarchies are
quite different from the banking sector(Shakya &
Maheshwari, 2025). The empirical studies exploring the
conflict-performance  nexus in regional banking
environments, especially in MP, are few in number. The
coexistence of public, private, and cooperative banks in
the state presents a unique organizational landscape
characterized by differing HR policies, leadership styles,
and unionization levels that have not been adequately
investigated. This gap restricts both theoretical
understanding and evidence-based policymaking in the
sector(Singh et al., 2024).

Significance of the Study

This study holds importance for multiple stakeholders. For
scholars, it moves the conjoining of human resource
management and organizational behaviour theories further
by extending them to a regional banking environment(B.
K. Mishra & Ramana, 2018). For practitioners, it provides
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practical recommendations for structuring conflict
resolution approaches to enhance worker productivity and
customer care(Barik et al., 2025). For policymakers,
particularly regulators and boards of banks, the evidence
can be used in framing state-level regulations for
workplace wellbeing. By methodically analyzing the
nature, causes, and consequences of conflict in MP banks,
this study makes a contribution to sustainable employee
performance and organizational efficiency(Upadhyay &
Rajasekhar, 2025).

Research Aims

The research is informed by the following aims:

To determine typical types of workplace conflict in MP
banks, such as task, relationship, and process conflict.

To analyze the effects of organizational conflict on
principal indicators of employee performance such as
productivity, quality of customer service, absenteeism, and
job satisfaction.

To examine the impact of conflict resolution mechanisms
(formal policies, mediation, training) on workplace
harmony and productivity.

Research Questions

To answer these aims, the study asks the following
research questions:

RQ1: How does organizational conflict relate to employee
performance in MP banks?

RQ2: Does effective conflict management moderate or
reduce the adverse impacts of organizational conflict on
performance outcomes?

Hypotheses
Based on known organizational behaviour theories and
empirical data from similar sectors, the research

formulates the following hypotheses:

H1: Organizational conflict is negatively linked with
employee performance in Madhya Pradesh's banking
sector.

H2: Efficient conflict management mechanisms—Ilike
proper communication, equitable promotion policies, and
participatory  decision-making—mediate the adverse
association between organizational conflict and employee
performance.

Testing these hypotheses will give empirical basis to
practical interventions in MP banks and provide a better
understanding of how conflict management practices
influence employee outcomes.

Il. LITERATURE REVIEW

Historical Perspective

For a long period, conflict has been considered a normal
part of organizational life rather than something that is
wrong(Sindhwani et al., 2025). Great management thinkers
such as Mary Parker Follett held that conflict, if managed
constructively, had the potential to lead to greater
understanding  and  integration among  various
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viewpoints(Sardana et al., 2025). This school of thought
steered attention away from the necessity of eliminating
conflict toward how to control it effectively. Later
scholars, including Rahim (2002) and Thomas & Kilmann
(1974), developed formal typologies of conflict-handling
styles—cooperation, compromise, competition, avoidance,
and accommodation—and stressed that differing situations
call for differing reactions(Vadithe & Kesari, 2025). The
initial theories established the assumption that conflict in
organizations can be functional (driving innovation) or
dysfunctional (reducing performance).

Recent Developments

More recent studies further define this view by establishing
the costs of unmanaged conflict—namely, added stress,
turnover, and customer dissatisfaction—and the benefits of
constructive conflict—i.e., improved decision making,
creativity, and team cohesion(Kumar & Mohanasundari,
2025). Research into service industries has determined that
conflicts over tasks sometimes enhance problem-solving,
but outstanding issues between people consistently bleed
trust and productivity. This two-way strategy has resulted
in organizations introducing conflict management systems,
like mediation schemes, grievance schemes, and formal
communication channels(Ghosh, 2010).

Theoretical Models

Various theoretical models explain why employee
performance is influenced by conflict:

Job Demands—Resources Model (JD-R): Assumes that an
excess of demands (e.g., workload, role ambiguity) and
inadequate resources (e.g., supervisor support, autonomy)
lead to burnout and decreased performance. Conflict is an
additional "demand" draining employee energy(Annemalla
& Kasturi, 2025).

Social Exchange Theory: Assumes that employees who
feel fairness, respect, and support from their organization
will work together and maintain high performance even
during conflict(Lad et al., 2025).

Dual Concern Theory: Points out the need to reconcile
one's own interests with consideration for others,
explaining why cooperative conflict-handling styles work
more effectively than competitive or avoidant styles.
Together, the models provide a sound conceptual
foundation for describing how conflict and conflict
management affect employees' outcomes(Khan, 2020).

Comparative Evidence

Cross-national and cross-industry studies show the same
patterns of task versus relationship conflict. Task conflict
on operational issues or goal establishment sometimes
improves the quality of bank decisions in foreign
environments, while interpersonal or relationship conflict
negatively impacts team performance. In the Indian case,
particularly among the public-sector banks, hierarchical
structures and unionized staff create  specific
dynamics(Biju et al., 2025). Public banks have more
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formalized but slower conflict-resolution mechanisms
compared to private banks(Czura et al, 2025).
Cooperative banks are usually plagued by duplicating
functions and limited resources, which exposes them to
process conflicts. These differences show the importance
of examining conflict in a multi-type banking system, like
Madhya Pradesh(Gouroumourty et al., 2025).

Identified Gap

Given the extensive literature that exists on organizational
conflict in Western and metropolitan contexts, there is
little empirical research that investigates the effects of
conflict and resolution on employee performance across
regional  banking industries such as Madhya
Pradesh(Chouhan, 2025). Indian research hitherto has
focused mainly in manufacturing, IT, or financial hubs in
cities, leaving the characteristic organizational context of
MP banks largely uninvestigated(Journal, 2021). Secondly,
comparative studies among public, private, and
cooperative banks are rare, skipping over differences in
HR practices, leadership, and staffing.

This neglect curtails both theory development—how
conflict theories function in different cultural and
institutional contexts—and practical recommendations for
HR professionals and policymakers(generator, 2025). In
addressing this gap, the current study offers new insights
into the conflict—performance relationship and offers
empirical-grounded recommendations tailored to Madhya
Pradesh's banking sector(Khandbahale et al., 2025).

Despite substantial research on organizational conflict and
its effects on employee performance across various
industries, limited studies have focused specifically on the
banking sector in Madhya Pradesh. Existing literature
indicates that both task-related and interpersonal conflicts
can have significant positive or negative impacts on
employee productivity, job satisfaction, and organizational
commitment, depending on how they are managed (Rahim,
2017; Jehn & Mannix, 2001). However, contextual factors
such as regional work culture, managerial styles, and
banking operational structures may influence these
outcomes differently.

This highlights a clear gap in understanding how conflict
dynamics operate within Madhya Pradesh’s banking
industry and how they ultimately affect employee
performance. Addressing this gap is essential to provide
practical insights for conflict management strategies
tailored to the regional banking sector, and it sets the stage
for the present study, which seeks to empirically examine
the relationship between organizational conflict and
employee performance in this context.

1. METHODOLOGY

Research Design
It uses a quantitative, correlational, and survey-based
research design to attempt the task of researching
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organizational conflict, conflict-management practices, and
employee performance in an orderly manner in Madhya
Pradesh's banking sector. A quantitative approach was
adopted to provide quantifiable, objective information
regarding the frequency and nature of conflicts at
workplaces as well as on their impact on employee
performance. With a correlational design, the study does
not only look at conflict presence but also at intensity and
direction of its association with various conflict-handling
styles and performance variables, allowing examination of
patterns and trends across various bank types—public,
private, and cooperative.

The survey method enables the collection of primary data
from workers at the frontline of service delivery to ensure
that the actual perceptions, experiences, and judgments of
conflict dynamics and conflict resolution mechanisms by
such workers are captured. Standardized conflict, conflict
resolution practices, and performance measures in
structured questionnaires were used to enable comparisons
and statistical strength.

This design allows for complex statistical analysis, such as
correlation, regression, and diagnostic tests, to evaluate
hypotheses and quantify the predictability of employee
performance on conflict-management practices. Generally,
the design applied in the research is methodologically
sound, empirically grounded, and capable of yielding
practical recommendations that are usable to human
resource managers and organisational policymakers for the
purpose of optimising performance and workplace
harmony in the context of banking.

Sample & Data Preparation

Sample: n = 250 employees (officers, executives, clerical,
managers), which were sampled by stratified random
sampling to be representative by bank type and job
position.

Data entry / coding: All Likert responses are coded as
follows:

Strongly Disagree = 1, Disagree = 2, Neutral = 3, Agree =
4, Strongly Agree = 5.

Composite scores: Calculate composite indices by
averaging item scores for multi-item measures (e.g.,
ConflictScore, PerformanceScore,
ConflictManagementScore). For example:

(" ConflictScore " ] _i=1/k Y =1’k

where x_ij is respondent i 's response to conflict item j,
and k is number of conflict items.
Missing data: If <5% missing at random, use mean
imputation for item-level missingness; if >5% or not
random, use multiple imputation (MI). Document amount
and method.

Measurement & Variables (Operationalisation)

Independent  variable:  Organizational  conflict -
operationalised as a composite ConflictScore based on
items measuring role ambiguity, competition for
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promotion,  customer-pressure,
differences between people.

communication  gaps,

Dependent variable: Employee performance - composite
PerformanceScore derived from self-reported productivity,
supervisor rating (where available), measures like
perceived service quality, absenteeism (reverse-coded
where relevant).

Moderator: Conflict management mechanisms - composite
ConflictManagementScore (encouragement of mediation,
formal policies, manager mediation, training).

Control variables: Age (categories or continuous). Gender
(binary or dummy-coded), JobRole (dummies), BankType
(Public / Private / Coopera | dummies), YearsExperience
(continuous or categorical), BranchLocation (Urban /
Semi-urban / Rural dummies).

Reliability & Validity Checks
Internalconsistency(Cronbach’salpha):
For a scale with k items:

a=k/(k-1) (1(X_(=1)"kii 6_j"2)/(c_T"2))

where ¢_j*2 is variance of item j and ¢_T"2 is variance
of the total (sum) score. Acceptable a:>0.70.
Construct validity: Use exploratory factor analysis (EFA)
to check item loadings. EFA common equation (factor
model):

x=Afte

where x is observed item vector, A factor loadings, f
factor scores, € unique variances.

Descriptive Statistics

Compute mean ( x ~ ), standard deviation (SD),
skewness, kurtosis for all scales:

x=1/mY (=) i x_i; s:\/(l/(n-l) > (=1)n;
)2)

Correlation Analysis

Pearson correlation (for continuous/scale variables):
rxy=(Y_(i=1)'ni (x_i=x - Ny_i-y
;;/(\/(Z_(Fl)A x_i=x 7)) WX (=D (y_i-y T )2
Use Spearman's rho if distributions are highly non-normal
or variables ordinal.

Hypothesis Testing — Regression Models & Equations
Baseline linear regression (test H1)

Model: effect of conflict on performance controlling for
demographics:

(" Performance " ) i=p 0+p 1 ["

“m [" Control "] mi+e i
: estimated change in Performance per one-unit
increase in Conflict.

Test: H 0:p_1=0 vs H A:B 1<0 (one-sided expectation
of negative association). Use t-test:
=g~ 1/SE(B" 1)

Conflict "
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Moderation model (test H2) — interaction term
To test whether conflict management moderates the
conflict — performance link:

(" Performance " )] _i=p 0+B_1 [ Conflict
CM_i+B 3 ( [ Conflict " ] ixCM i )+Y mi vy
Control ") _mi+e i

B 3 captures moderation. If B 3>0 and significant,
conflict management weakens the negative effect of
conflict (i.e., the slope becomes less negative).

Center continuous predictors (mean-centering) before
interaction to reduce multicollinearity:

“ (" Conflict " )=" Conflict "-" Conflict; * "CM=CM-CM
3.7.3 Logistic regression (if binary outcomes)

If a binary performance outcome (e.g., "meets target” Y/N
):

logl/oi(p_i/(1-p_i))=p_0+p_1 [ Conflict™ ] _i+---
where p_i=P(Y_i=1).

ANOVA / Group Comparison

Compare mean ConflictScore or PerformanceScore across
bank types (Public/Private/Coop):

One-way ANOVA:

Between-group and within-group mean squares:

m(F&=MS "between " /MS "within " @" where "
MS_"between " =SS "between " /(k-1) " and
MS_"within " &=SS_"within " /(N-k))

If assumptions violated, use Kruskal-Wallis test (non-
parametric).

Diagnostics & Assumption Tests

Normality: Shapiro-Wilk test; visually examine Q-Q plots.
Linearity: Residual vs fitted plots.

Homoskedasticity: Breusch-Pagan test. BP test statistic:
LM=1/2 nR_aux”2

where R_"aux " 2 is from auxiliary regression of squared
residuals on predictors.

Autocorrelation (if applicable across ordering): Durbin-
Watson statistic:
DW=} _(t=2)"nii(e_t-e_(t-1) ) 2)/C_(t=1)"niie t"2)
Multicollinearity: Variance Inflation Factor (VIF) for
predictor j :

VIF_j=1/(1-R_j"2)

where R_j"2 is R -squared from regressing predictor j on
other predictors. VIF > 10 (or >5) flags concern.

Outliers / Influence: Cook's distance:

(v "y "_G¢0D)) )2/ (p-o 2)

where p is number of parameters.

If assumptions violated, consider robust standard errors
(Huber-White) or bootstrapping.

Effect Size & Power

Report standardized coefficients (B) and R"2 (variance
explained).

For moderation/regression, report Cohen's A2 for effect
size:

Page-4



N\

fA2=(R_"full " ~2-R_"reduced " ~2)/(1-R_"full " ~2)
Conduct post-hoc power analysis (or report achieved
power) given sample size and observed effect.

Additional Analyses (suggested)

Mediation (if appropriate): e.g., does stress mediate
conflict — performance? Use Baron & Kenny steps or
bootstrapped indirect effect (PROCESS / lavaan).
Subgroup analyses: Separate regressions for Public vs
Private vs Cooperative banks.

Robustness checks: Replace composite by individual
items; use alternative codings.

Software & Reproducibility
Analyses can be implemented in SPSS, R (packages:
psych, Im, car, lavaan, sandwich), or Python (pandas,
statusmodels, scipy). Provide code appendix or Jupyter
notebook for reproducibility.

Ethical Considerations (expanded)

Ensure anonymity—no personal identifiers in dataset.
Store raw data securely and report aggregate statistics
only.

Obtain IRB/organizational approvals if required.

Summary of key equations (compact list)

Composite score: Score =1/k Y x_j

Cronbach's alpha: o=k/(k-1) (1-(3. 6_j"2)/(c_T"2))
Pearson r: 1_xy=(Y. (x_i-x 7 )(y_i-y " DAV (x_i-x )2 Y
(y_i-y7)"2)

Linear regression: Y= 0+ 1 X+Y vy m C_m+e
Moderation (interaction): add B_3 (XxM) term.

VIF: VIF_j=1/(1-R_j*2)

ANOVA F: F=MS_"between " /MS_"within "
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Figure 1: Research Methodology Framework for the Study

IV.RESULTS

Descriptive Findings

Analysis of the survey information indicates that the
largest percentage of respondents (60%) are employed in
public sector banks, with 30% in private sector banks and
10% in cooperative banks. The majority of respondents are
between 25-44 years old and claim 6-15 years of banking
experience, which implies a sample highly exposed to
workplace issues.

Sources of conflict are prevalent but differ in terms of
intensity. Unclear tasks appeared as the most commonly
mentioned source of conflict (80% overall), followed by
promotion rivalry (70%), client grievances (65%), and
communication breakdowns (60%). Table 1 illustrates
these conflict sources by bank type, which reveals that
public banks report the largest number across almost all
conflict factors, while cooperative banks present
comparatively lower but still notable levels of conflict.

Table 1: Distribution of Conflict Sources Among Public, Private, and Cooperative Bank Employees in Madhya Pradesh

(n=250)
Conflict Public Private Cooperative
Source (n=84) (n=83) (n=83)
Unclear Roles | 71 (85%) | 58 (70%) 54 (65%)
Promotion 61 (72%) | 56 (68%) | 46 (55%)
Competition
Customer 56 (67%) | 51 (62%) | 48 (58%)
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Complaints

Communication | 51 (61%)

Gaps

48 (58%) | 42 (50%)

Table 1 presents the distribution of major conflict sources
among employees of public, private, and cooperative
banks in Madhya Pradesh, based on a total sample of 250
respondents. The data indicate that unclear roles are the
most frequently reported source of conflict across all bank
types, followed by promotion competition, customer
complaints, and communication gaps. Public bank
employees reported the highest incidence of role ambiguity
(85%) and promotion-related conflicts (72%), reflecting
structural and hierarchical challenges. Private bank
employees exhibited slightly lower percentages, with 70%
citing unclear roles and 68% reporting promotion
competition, while cooperative bank employees reported
comparatively lower conflict rates overall. These findings
highlight that organizational structure, career progression
practices, and communication effectiveness are key
determinants of workplace conflict in the regional banking
sector, providing a basis for targeted interventions to
enhance employee satisfaction and organizational
performance.

Conflict Resolution Practices

In regard to conflict management, 75% of the respondents
indicated that their managers encouraged mediation when
there were conflicts. However, 60% indicated that
unresolved conflicts tended to escalate to higher levels of
management instead of being resolved at the team level.
Further, although 70% believed that their organizations
had formal policies for conflict management, several of
them indicated that the policies were not being uniformly
implemented among departments or branches.

Regression and Correlation Analysis

Statistical tests confirm hypothesized relationships.
Organizational conflict negatively correlates at a moderate
level (r = —0.42) with employee-performance ratings, so
higher conflict is related to lower productivity, service
quality, and job satisfaction. Active conflict-resolution
behavior, on the other hand, is positively related to
customer service ratings (r = +0.35), suggesting that active
conflict management can convert discord into
performance-enhancing opportunities.

Regression analyses show that organizational conflict itself
explains some 18% of the variance in performance scores
(p < 0.05) when age, gender, job title, and bank type are
controlled for. This indicates the significant effect of
conflict on work performance.

Patterns and Trends
o Patterns emerge when looking at conflict by bank type.

Public banks experience more relationship conflict,

consistent with their larger, more unionized
workforces and rigid hierarchies.
e Private banks demonstrate greater workload/task

conflict, as would be expected from competitive
performance objectives and aggressive sales
environments.

Cooperative banks demonstrate greater role-overlap and
responsibility ambiguity issues, quite possibly a result
of lower team sizes and resources that are limited.

These results highlight the importance of context-
specific  conflict-management interventions as
opposed to a one-size-fits-all approach.

Visuals and Data Displays
To complement the statistical findings, the following

visuals can be included:
Conflict Sources by Bank Type
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Figure 2: Conflict Sources by Bank Type

Figure 2: The bar chart "Conflict Sources by Bank Type"
visually contrasts the four causes of workplace conflict—
communication gaps, customer complaints, promotion
competition, and unclear roles—across public, private, and
cooperative banks in Madhya Pradesh.

It highlights that public banks experience the highest rate
of all four conflict sources, especially confusing roles
(85%) and promotion competition (72%), with private
banks noting slightly lower but still high rates, and
cooperative banks recording the lowest but still notable
rates of conflict in role overlap and communication
breakdown. This tidy comparison makes it easy to see
where conflict is most prevalent and guides targeted
intervention for each bank type.
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Conflict Resolution Strategies Reported

Managers Encourage Mediation Formal Policies but Inconsistently Applied

Escalation to Higher Management

Figure 3: Resolution Strategies

Figure 3: The "Pie Chart of Resolution Strategies™ clearly
indicates how employees perceive the resolution of office
conflicts in Madhya Pradesh banks. The largest portion of
the chart (75%) points to employees who reported that
managers in fact encourage mediation, which implies that
informal conflict resolution remains the common practice.
A comparatively smaller but significant portion (60%)
reflects episodes of conflict that are escalated to upper
levels of management rather than left to be resolved at the
team level, suggesting bottlenecks in frontline-level
decision-making. A big portion (70%) reflects employees'
perception that there are formal conflict resolution policies
but not always implemented, suggesting policy-practice
inconsistency. Together, they reveal the strengths and
weaknesses of current resolution mechanisms—while
mediation is comparatively universal, sporadic use and
heavy reliance on escalation can hinder timely and
effective conflict resolution across the banking sector.

Conflict vs. Performance Score

& Data Poaris
—— Begression Lise (r=-1 00}

554

ConMcT Linves

Figure 4: Regression Scatter Plot: Conflict vs.
Performance Score

Figure 4: The conflict vs. Performance Score regression
scatter plot displays the negative relationship between
growing conflict in the workplace and employee
performance outcomes so nicely. Each blue point
represents an employee's overall conflict score and its
corresponding performance rating, and it is easy to observe
the downtrend. The red fitted regression line reinforces the
trend by showing a steady decrease in performance ratings
with increasing levels of conflict, which is in accordance
with the correlation finding (r = —0.42) shown in the
analysis. The graph shows that there exists a steady
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relationship between increased levels of organizational
conflict and decreased self-reported productivity,
decreased service quality, and increased absenteeism, and
that active conflict management is needed. By
superimposing individual points on the general regression
curve, the graph presents detailed and overall descriptions
of how conflict degrades employees' performance.

Stacked Bar Chart of Conflict Sources by Bank Type

Humber of Confict Repart
B &

B

Figure 5: Stacked Bar Chart of Conflict Sources

Figure 5: The sources of conflict stacked bar chart clearly
presents the distribution of various forms of conflicts by
bank types and supports a simple comparison in terms of
magnitude and proportion. Each bar is a specific bank
category—e.g., public, private, or foreign banks—and
made up of segments that are composed of different
sources of conflict, from workload problems, interpersonal
conflicts, policy or procedural conflicts, insufficient
resources, and other miscellaneous causes. The height of
each segment shows the number of reports that should be
attributed to a particular type of conflict, and the overall
height of the bar shows the number of conflicts reported
within a specific bank type. By overlaying the categories,
the chart shows absolute and relative contribution of every
source of conflict simultaneously, so one can easily
identify leading issues within a specific bank type along
with trends among banking sectors. Readability is also
enhanced using color-coded segments so that rapid
identification of most frequent conflicts is straightforward,
and stakeholders are able to draw actionable conclusions
to apply in designing successful interventions for avoiding
and managing workplace conflicts.

Live Chart of Conflict Pattems Across Banking Sectars

Canfliet Ty

Figure 6: Line Chart of Conflict Patterns

Page-7



A
NN

Figure 6: Conflict pattern line chart is a comparative
representation of different types of workplace conflicts
between the three banking sectors—public, private, and
foreign banks—indicating trends as well as differences. On
the x-axis, the graph reflects some of the kinds of conflict
such as workload-related conflicts, interpersonal conflict,
policy or procedural conflicts, resource conflicts, and
miscellaneous others, and on the y-axis are plotted the
incidents reported for each type. Each sector in the bank is
filled with a unique line, allowing commentators to
observe how the severity of each form of conflict varies or
diminishes across sectors, illustrating trends such as which
ones are larger in individual banks and which ones are
relatively smaller. Icons on the lines emphasize key points,
enhancing legibility and making quick visual comparison
simple. The line graph also effectively indexes the
dynamic profile of conflicts, which enables stakeholders to
detect sector-specific issues, interpret relative magnitude
of different types of conflicts, and formulate targeted
conflict management strategies responsive to each banking
context.

Pie Chart of Bank Type Composition

Cooperative Bank

LR

Publs: Bank

Private Bank

Figure 7: Pie Chart of Bank Type Composition

Figure 7: The pie chart of bank type composition provides
a clear visual summary of the distribution of the sample
across the different banking sectors, i.e., public, private,
and cooperative banks. Each slice of the chart corresponds
to a bank type, the size of the slice being proportional to
the number of observations or respondents in that
category, thereby immediately highlighting the relative
proportion of each sector. The pie chart's circular structure
allows for easy comparison, and one can easily see which
bank type is most prevalent in the sample and which is
least so. With percentage values on each slice, the
audience can immediately grasp the quantitative
distribution, and visual properties such as color contrast
and slices' minimal separation facilitate readability and
attention. Owverall, this pie chart gives a concise yet
descriptive overview of the bank sample composition,
allowing stakeholders to easily have a clear sector
representation for future analysis or decision-making.
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Growpsd Bar Chart of Average Conflict Incidence by Bask Type
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Figure 8: Grouped Bar Chart of Average Conflict
Incidence

Figure 8: The grouped bar chart for the average incidence
of conflict presents a comparative comparison of the ways
in which different types of conflict are experienced across
bank types, indicating overall variations in conflict
incidence. Every combination of bars on the x-axis
represents a specific type of conflict, i.e., workload,
interpersonal tensions, policy or procedural differences,
resource-based, and other miscellaneous causes, while
each bar in every combination is associated with the
public, private, and cooperative banks. Relative height of
each bar indicates the average frequency or severity of
each type of conflict in the respective bank so that
audiences can instantaneously discern which conflicts are
more salient for each category and which are relatively
negligible. Color contrast contributes to legibility by
making it easy to discern trends between bank types and
allowing side-by-side comparison among similar types of
conflict. By presenting the data in grouped form in this
manner, the chart not only communicates accurately the
overall prevalence of conflicts and sector-specific
variation, but also provides fertile knowledge for managers
and policymakers to identify areas of priority for conflict
management and to shape interventions to the particular
challenges faced by each banking sector.

Discussion

Interpretation

The findings of this study reaffirm the profound impact
that conflict management holds over organizational
outcomes. Unmanaged or poorly managed conflicts were
observed to affect the performance of employees and the
quality of customer services negatively, highlighting the
destabilizing effect of workplace conflicts within bank
settings. By comparison, effective conflict management
practices such as communicating the roles of employees
explicitly, making promotional practices transparent and
fair, and targeted training were associated with enhanced
productivity and more congruent team cultures. These
results suggest that conflict, when addressed proactively
and systematically, can be redirected from a source of
disturbance to an opportunity for organizational learning
and performance improvement.
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Literature Comparison

The results concur with global research in general, which
always traces robust conflict management as one of the
ways teams' cohesion, satisfaction, and productivity are
improved. Concurrently, the results also mirror certain
contextual conditions in the Indian banking industry, such
as hierarchical decision-making processes and the
existence of unionized personnel, which are likely to make
conflict resolution more challenging. While global studies
focus on task-based and relationship-oriented conflicts, the
Indian context unveils other dimensions of complexity
based on cultural values, power dynamics, and
bureaucratic fixities, and hence it is argued that conflict
management strategies must be tailored to local
organizational and socio-cultural contexts.

Practical Implications

The study has some practical implications for banking
institutions. First, human resource departments need to
institutionalize programs of conflict resolution training to
train employees and managers with systematic procedures
for resolving disputes successfully. Second, managers are
urged to adopt mediation practices and encourage open
lines of communication to allow early detection and
resolution of conflicts before they turn into serious
problems. Third, banks need to carry out regular audits of
job duties and positions to offer clarity, minimize role
ambiguity, and remove potential sources of conflict.
Employing them may lead to improved employee morale,
job performance, and ultimately customer service
enhancement.

Surprising Discoveries

One of the surprising discoveries was that moderate levels
of task-based conflict appeared to enhance problem-
solving ability of high-performing teams. It appears that if
conflict is managed constructively, it activates thinking,
creativity, and collaborative problem-solving, but not
otherwise. High-performing teams might use such task
conflicts as a source for challenging assumptions,
improving ideas, and producing superior results,
suggesting that conflict is not always bad. This
sophisticated finding points to the need to differentiate
between constructive and destructive conflict and to create
interventions that transform the latter into constructive,
performance-improving activities.

Limitations

The present study has several limitations that must be
taken into account when interpreting the results. First,
reliance on self-reported performance measures is subject
to bias, with the respondents themselves exaggerating or
downplaying their own contributions or experiences,
thereby undermining the validity of the results. Second, the
study remains regionally specific to Madhya Pradesh,
which can restrict its applicability to other states or
banking environments in India, considering the possibility
that differences in regional cultural, organizational, and
operational conditions may influence conflict dynamics
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and conflict management practices. Third, the cross-
sectional design point at a snapshot at a single point in
time, which restricts potential to compare differences in
conflict patterns or performance measures across times,
and disallows causal inferences. All together, these
limitations underscore the value of caution in extrapolating
the findings to beyond the specific context of this
particular study and indicate the worth of additional
research  employing  longitudinal  designs, more
geographically representative samples, and objective
performance measures to verify and build on the present
findings.

V. CONCLUSION

The study concludes that bank conflict in Madhya Pradesh
is both prevalent and consequential, having a measurable
adverse impact on staff performance, morale, and overall
organizational performance if not resolved. Allowed to
continue unresolved, conflict can disrupt workflow, raise
stress levels, and indirectly compromise the quality of
customer service, emphasizing the potential dangers of not
addressing conflict in the workplace. Conversely, the
application of formal and structured conflict management
processes—such as establishing roles, promoting open
policies, promoting open communication, and providing
focused training—exhibits a strong positive effect,
enhancing employee productivity, reducing stress in the
workplace, and enhancing customers' satisfaction. These
findings emphasize that effective conflict management is
not merely an HR or administrative task but a strategic
business imperative for the sake of maintaining operational
effectiveness, organizational culture, and competitive
advantage in the banking sector. By being ahead in conflict
management as a top corporate priority, banks can
transform areas of disturbance to areas of cooperation,
creativity, and organizational enhancement.

Future Work

Future research should attempt to broaden the scope and
range of inquiry into workplace conflict and conflict
management. Expanding coverage to other states and
sectors would help determine if what is found in Madhya
Pradesh banks holds across various organizational and
regional contexts, thereby making the findings more
generalizable. Conducting longitudinal studies would
allow researchers to trace the conflict dynamics over time,
providing causal effects insight between practices of
conflict management, employee performance, and
organizational outcomes, as opposed to conclusions drawn
from cross-sectional shapshots. In addition, integrating
evidence-based conflict management practices into
Reserve Bank of India (RBI) and individual bank HR
policy and guidelines could institutionalize best practices,
with standardized training, monitoring, and settlement of
workplace conflicts. Collectively, this type of future
research would enhance both conflict management theory
and practice as well as improve implementation, promoting
sustainable  productivity, staff  well-being, and
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organizational

effectiveness throughout the banking

industry.

10.

11.

. Annemalla,

. generator,

REFERENCES

R., & Kasturi, A. (2025). Financial
Inclusion Among Indian States: An Analysis Through
Financial Inclusion Index. Global Business Review,
09721509251356954.
https://doi.org/10.1177/09721509251356954

. Barik, P., Uprety, M., Mohapatra, A. K., & R, S. G.

(2025). Impact of Supervisor’s Support on Job
Performance: Mediating Role of Idiosyncratic Deals
and Prosocial Motivation. Prabandhan: Indian Journal
of Management, 43-62.
https://doi.org/10.17010/pijom/2025/v18i1/174107

. Biju, A. V. N., Geetha, S., Prasad, S., Sasidharan, A., &

Jayachandran, A. (2025). ESG-Firm Performance
Nexus: Evidence From an Emerging Economy.
Business Strategy and the Environment, 34(3), 3469—
3496. https://doi.org/10.1002/bse.4152

.Chauhan, R., & Kumar, D. S. (2025). Impact of

Occupational Stress on Job Satisfaction: Study on
Hotel Employees of Madhya Pradesh. 12(2).

. Chouhan, V. S. (2025). Examining Relationship of

Workplace Spirituality with Work Engagement,
Organizational Commitment and Trust. Vikalpa,
02560909251325386.
https://doi.org/10.1177/02560909251325386

. Czura, K., Englmaier, F., Ho, H., & Spantig, L. (2025).

Employee Performance and Mental Well-Being: The
Mitigating Effects of Transformational Leadership
During Crisis. Management Science.
https://doi.org/10.1287/mnsc.2023.03285

metatags. (2025). Succession Planning and
Employee Retention of Public and Private
Organizations in Plateau State Nigeria: Moderating
Effect of Job Security. Advancement in Management
and Technology (AMT), 5(3), 1-16.
https://doi.org/10.46977/amt.2025.v05i03.001

. Ghosh, S. (2010). Does Political Competition Matter for

Economic Performance? Evidence from Sub-National

Data.  Political  Studies, 58(5), 1030-1048.
https://doi.org/10.1111/j.1467-9248.2010.00823.x
. Gouroumourty, R., Maheshwari, M., Prasad, A.,

Pakhare, A., & Joshi, A. (2025). In depth exploration
of drivers of community health workers’ performance
in  maternal and child health services: A
multistakeholder perspective from rural Indian setting.
BMC Primary Care, 26(1), 179.
https://doi.org/10.1186/s12875-025-02851-9

Journal, S. (2021). Vol. 2 No. 9 (2021): July-
September [SIHR].
https://doi.org/10.51168/sjhrafrica.v2i9

Khan, G. A. (2020). Availability and Differential Cost
of Credit for Informal Sector Workers: Evidences
from Madhya Pradesh. The Indian Economic Journal,
68(4), 685-690.
https://doi.org/10.1177/0019466220954375

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

Page-10

International Conference on Business Finance & Management Trends

Oct 2025
ISSN: 3048-7722

Khandbahale, S., Yelamanchili, R., & Pachorkar, S.
(2025). Boardroom crossroads: CEO prosecution vs
bank reputation. Emerald Emerging Markets Case
Studies, 1-29. https://doi.org/10.1108/EEMCS-05-
2024-0212

Kumar, A., & Mohanasundari, T. (2025). Assessing
climate change risk and vulnerability among Bhil and
Bhilala tribal communities in Madhya Pradesh, India:
A multidimensional approach. Scientific Reports,
15(1), 7096. https://doi.org/10.1038/s41598-025-
90390-9

Lad, B., Khudsar, F. A., Sharma, A., Singh, S. K., &
Singh, R. (2025). Investing in Sustainable Agriculture:
What BIOFIN Reveals About Central India’s Efforts.
Conservation, 5(3), 51.
https://doi.org/10.3390/conservation5030051

Mishra, B. K., & Ramana, L. V. (2018). Does
Ownership Structure Influence Bank Performance?:
Evidence from an Emerging Economy. Journal of
Emerging Market Finance, 17(2_suppl), S282-S297.
https://doi.org/10.1177/0972652718777126

Mishra, D. S. K. M. (2025). ALIGNING LABOUR

RIGHTS WITH MSME GROWTH: INDIA’S
ADHERENCE TO GLOBAL LABOUR
STANDARDS. Revista Brasileira de
Desenvolvimento e Inovagéo, 2(3).

https://rbdin.com.br/index.php/revista/article/view/55
Misra, S. B. (2025). Revisiting Rural Non-farm Sector
Employment in India: Trends from 1993-94 to 2023-
24. Indian Journal of Human Development, 19(1),
108-117.
https://doi.org/10.1177/09737030251322830
Sardana, V., Singhania, S., & Mohapatra, A. K.
(2025). Macroeconomic Perspectives in Banking: A
Systematic Review and Conceptual Framework. South
Asian Journal of Business and Management Cases,
14(2), 87-105.
https://doi.org/10.1177/22779779251338098

Shakya, P., & Maheshwari, S. (2025). The Role of
CSR in the Development of Madhya Pradesh: An
Empirical Study. International Journal of Innovations
in Science, Engineering And Management, 66—72.
https://doi.org/10.69968/ijisem.2025v4i266-72
Sindhwani, R., Bhatnagar, J., Srivastava, R., Jain, N.,
& Agarwal, R. (2025). Proceedings of the
Sustainability in Emerging Economies—Integrating
Business Excellence in Management Education (SEE-
IBEME-2024). Springer Nature.

Singh, P., Kulshrestha, R., & Vij, S. (2024).
Examining the Impact of Corporate Social
Responsibility Practices on Sustainable

Organizational Performance in the Indian Tourism
Sector. In E. Shaikh & K. Singh (Eds.), Corporate
Social Responsibility, Corporate Governance and
Business Ethics in Tourism Management: A Business
Strategy for Sustainable Organizational Performance
(p. 0). Emerald Publishing Limited.
https://doi.org/10.1108/978-1-83608-704-520241005



N\

22.

23.

24.

Upadhyay, M., & Rajasekhar, D. (2025). Local
Government and Natural Resource Management in
Madhya Pradesh, India: A Critical Institutional
Analysis.  The Journal of Environment &
Development, 34(2), 467-491.
https://doi.org/10.1177/10704965241300211
Vadithe, R. N., & Kesari, B. (2025). Business
Intelligence, Integrated Reporting on Organizational
Performance in the IT Sector: Mediating Role of HR
Analytics. FIIB Business Review,
23197145251346629.
https://doi.org/10.1177/23197145251346629

Zaman, A. U., Rasool, G., & Khan, N. A. (2025).
Unveiling Productivity Dynamics Among Regional
Rural Banks in India. International Journal of Rural
Management, 21(1), 45-65.
https://doi.org/10.1177/09730052241291299

International Conference on Business Finance & Management Trends
Oct 2025
ISSN: 3048-7722

Page-11



