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Conflict among the manufacturing employees is widely known. While management have tried to 
regularize workload and job environment, the conflict still exists. Most studies have explored the role 
of job-related factors on conflict management, however there is need to explore the role of cultural 
dimension on it. This study explores the conflict style preferences among the employee’s native of 
two geographically different regions of India, i.e., the North and the South, with the objective of 
analyzing the possible influences of cultural dimensions and individual dimensions on it. For this 
total 723 participants (330 South & 393 North Indians) were surveyed. As per the finding, South 
Indians exhibited higher integrating style than the North Indians. Imbibing collectivistic orientations 
and practising high level of religiosity, besides positive attitude to conflict lead to constructive 
behaviour of integrating. High level of cultural affinity and efficacy lessens the destructive behaviour. 
Implications of findings are discussed.

Keywords: Collectivistic orientation, Cultural affinity, Religiosity, Conflict efficacy, North and 
South India, Conflict style. 
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1. Introduction 

The Indian manufacturing sector has emerged as one of the high growth sector in the recent 
past. India is set to become the 5th largest manufacturing hub in the world by 2020 (Global 
Manufacturing Competitive Index, 2016). The large pool of high skilled English speaking 
workforce comprising of scientists, engineers and researchers make India an attractive 
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destination for high-tech manufacturing companies. Furthermore, the government initiatives 
like Make in India, Skill India and implementation of Goods and services Tax(GST) has 
provided the required impetus to the growing manufacturing sector. These initiatives are 
primarily focused to increase the contribution of manufacturing sector to GDP from existing 
16 percent to 25 percent and create 100 million new job opportunities by 2022 (IBEF, 2019). 
However, Indian manufacturing sector has its own challenges largely characterised by poor 
governance, inadequate infrastructure, bureaucratic regulatory norms and bad industrial 
relations. While the government is taking initiatives to solve issues related to infrastructure, 
governance and regulations, the poor industrial relations and conflict merits attention. It is 
noteworthy that although the magnitude of labour dispute has gone down in the past, the 
intensity and impact has seen a sharp rise in India. The historical data reveals the interesting 
saga of conflict in Indian manufacturing sector. During 1980 there were 2856 instances of 
disputes which resulted in the loss of 21 million man-days, however during 2010 there 
were only 431 instances of conflict in manufacturing sector but it resulted in the loss of 18 
million man-days (FICCI, 2012). The increase in loss of man-days even after reduction in 
the number of strikes is indicative of the fact that the intensity of conflict has increased in 
the recent past. This may be attributed to increased involvement of the employees or the 
manifestation of conflict only during highly contentious issues (Kant, Singh & Kumar, 
2013). However, in either case the effect of conflict in manufacturing sector is harmful. 
Further, the dynamics of industrial relations in India with contractual nature of jobs in 
manufacturing sector further adds to the conflict at the workplace (Mamkoottam, 2017). 
The loss due to dispute dents the companies output and mars country’s development. It is 
thus vital to resolve the inter-personal dispute and conflict that arises among the employees 
in its initial stage before it takes the form of grievances and disciplinary actions. This 
necessitate the role of conflict management at the inter-personal level specially in the 
manufacturing sector. Most of the interpersonal conflict arises at the individual level, due 
to difference in beliefs, attitudes, values that are specific to individual which are inherited/
learned or at the organizational level due to miscommunication, lack of procedural justice 
or structural assurance (Alok, Raveendran & Prasunna, 2014). It is however notable that the 
influence of cultural dimension in conflict management has not been much explored at the 
workplace in the Indian context. A few studies, however, have attempted to explore the role 
of cultural dimensions e.g., influence of cultural characteristics in industrial performance 
in Norwegian manufacturing organization (Swahn, Semini & Strandhagen, 2016) and 
role of intra-cultural value differences on conflict management in Turkish context (Kozan 
& Ergin,1999). The studies exploring the link between cultural dimensions and conflict 
management in Indian context are scarce, but required. In a country like India which is 
known for its diversity of religions, customs, cultures, traditions, languages and geography, 
understanding the role of cultural dimensions in dispute and conflict management can be an 
added advantage to the companies.

The Indian culture is diverse and can be understood as an amalgamation of various 
subcultures. The North and South India are two widely known sub-cultures that exist in 
India (Betigeri, 2018).
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Although indicative of geographies, these two parts of India vary distinctively of 
several cultural dimensions like language, dressing style, food, dance and music. Moreover, 
with respect to the present study also, understanding of North and South India is vital. As 
far as the manufacturing industries in India are concerned, they largely exist in clusters 
(Das, 2005). The manufacturing clusters of India can largely be categorised in terms of 
the geographic locations e.g., South India (Tamil Nadu & Andhra Pradesh) and North 
India (Uttar Pradesh and Uttarakhand). Additionally, it is notable that there are a number 
of manufacturing companies which have their plants both in south as well as in north, 
for example Ashok Leyland (Tamil Nadu & Uttarakhand), Yamaha (Tamil Nadu & Uttar 
Pradesh) and Xiaomi (Uttar Pradesh and Andhra Pradesh). Employees move from North 
to South and vice-versa due to transfer, deputation and internal posting. As the individuals 
from North/South carry distinct culture, it is important to discover whether the cultural 
differences exist at the workplace also. We argue that understanding of cultural differences 
between North and South Indians will open avenues for the better understanding of the 
role of sub-cultures in human behaviour at the workplace. Another crucial motivation for 
studying the cultural differences between North and South Indian is the dearth of such 
studies which highlight the influence of existing subcultures in the workplace setting. 
With this motivation and the backdrop, phase first of the study was carried out. Based on 
the extensive literature review, the differences between the North and South Indian were 
studied on three parameters i.e., collectivist orientation (Triandis, 1995), liking for own 
culture (referred as cultural affinity; studied in phase I) and religiosity (Al Welhian & 
Jamil, 2015). The section 2. of the article explains these factors in detail. As we posit that 
North Indians and South Indians vary on cultural dimensions, we further theorise that this 
cultural difference might influence the way they manage conflict. Thus, study in phase two 
was carried out to identify the role of cultural factors in predicting the conflict style among 
the manufacturing employees. While analysing the conflict management style, we also 
included the individual factors. 

As literature informs, people respond to conflicting situations in one or more of the 
four styles – integrating, dominating, avoiding and obliging styles (Hall, 1969; Thomas, 
1976) Rahim, 1983). 

Also integrating style was considered most effective way of managing the conflict, 
while dominating as the most destructive way, which impact performance negatively 
(Jehn, 1995). Thus, the preference of employees towards these conflict styles influences 
industrial performance. Further, Swahn, Semini & Strandhagen (2016) in their study 
revealed that culture plays significant role in reducing the negative effect of conflict 
on industrial performance by managing it effectively and enhancing trust among the 
employees. However, there is limited evidence available regarding the influence of cultural 
dimensions on the choice of conflict management style. With this backdrop, in this study 
we attempt to find the answer of two research questions:

1. Is there significant difference among the manufacturing employees of North and South 
India on cultural dimensions?

2. How do cultural dimensions influence the choice of conflict management style?
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Thus, this study attempts to highlight the role of cultural dimensions at the workplace 
during a conflict situation. As more and more manufacturing companies plan to set up their 
plant in India this study will help them understand India as a country and as diverse culture. 
Furthermore, the study will help them understand the differences that exist in India which 
will assist in the management of conflict and dispute more effectively. 

2. Literature Review

2.1. Cultural dimensions and Conflict in the manufacturing sector

Conflict in the workplace is inevitable. Conflict at the workplace usually arises due to 
differences in opinions, objectives, ideologies, and interests. The manufacturing sector 
is no exception to this fact. The studies on the conflict in the manufacturing sector 
have highlighted the role of job-related factors, work environment, safety aspects 
(Muthukumar et al., 2019), wages and salaries (Sundar and Sapkal, 2019), etc. as the 
major reasons behind the conflict. It is however interesting to note that cultural factors 
which are implicit to individual’s beliefs, values and attitude play an important role 
in determining the way in which individuals respond to any situation (Ramirez et al., 
2019), for example, a conflicting situation. Although there is a growing body of literature 
signifying the importance of cultural dimension in conflict management (Prause and 
Mujtaba 2015; Husemann et al., 2015) the studies in the manufacturing sector are limited. 
There are a few studies which focused on the cultural dimensions and conflict in the 
manufacturing sector. Vaid-Raizada (1985) who studied the racial and ethnic differences 
in the Indian manufacturing organizations and reported that inter-ethnic conflict leads to 
negative attitudes and negative actions (e.g., derogatory remarks), this study, however, 
does not focus on cultural dimension and conflict management. Kozan and Ergin (1999) 
studied the role of cultural dimensions in conflict management in the Turkish context 
with a sample of 435 employees from different sector (including manufacturing sector) 
and reported that cultural dimensions significantly influence conflict management styles. 
Swahn, Semini and Strandhagen, 2016, conducted a study in Norwegian context and 
concluded that national culture dimension measured in term of Hofstede dimension 
impacts the industrial performance. Country like Norway with combination of low 
power distance and moderately high individualism provide cultural characteristic of low 
levels of conflict; high levels of trust, openness, and tolerance thereby leading to better 
industrial performance. However, there are dearth of studies related to the role of cultural 
dimension in conflict management in the manufacturing sector. In the Indian context, it 
is vital to study the role of (sub) cultural dimensions in conflict management styles owing 
to the cultural diversity of India which percolates into the workplace dynamics. 

2.2 Conflict and manufacturing sector performance

The conflict in manufacturing sector has manifested in several forms e.g., disputes, 
grievances, etc. The research evidence that most of the disputes stem from the failure 
to recognize the legitimacy disagreement (Market, Labour & Social policy, 1993) and 
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interpersonal conflict between the employees. The conflict begins with the differences in 
opinion, interest and objectives, where one party fails to understand the other’s perspective. 
In general conflict and disputes in manufacturing sector lead to the loss of man days 
and productivity. For instance, the Maruti Suzuki 2012, Manesar, Haryana case which 
started with the suspension of an employee (out of a disciplinary issue) resulted into a 
serious conflict between workmen and managerial staff, violence and death of a senior 
HR professional (Ramaswmy, 2019). The loss to Maruti Suzuki was seen in terms of fall 
in net profit and decline in vehicles sale (Patel, 2018). It is not that only the company 
faces the adverse effects, in most of these situations where dispute prolongs the indirect 
effects are seen beyond that (Twala, 2017). The fluctuations in the production and sales of 
the company due to workplace conflict give negative signals to the existing and potential 
investor investors. The suppliers and other partners of the value chain are also adversely 
impacted (Monaco, 2015). A conflict which arises out of a grievance and disciplinary issue 
culminated into a violent industrial dispute. The two clear inferences that can be drawn 
from this case is i) A matter conflict/grievance at the interpersonal level if not catered 
effectively, right at the outset can take a form of industrial dispute ii) effective conflict 
management is required to resolve the inter-personal conflict/grievance/dispute. Thus, 
owing the harm that is incurred due to the workplace conflict a study is required on conflict 
management style in the manufacturing sector. 

2.3. Conflict styles and Management 

Conflict arises between two employees due to the difference in opinion, beliefs, views 
either pertaining to reaching the task goal (task conflict) or difference in personality 
(relationship conflict) and as a result, organizational performance suffers (Jehn 
& Bendersky, 2003). However, it has been proven in various studies that conflict is 
inevitable and its mere presence is not the issue, but the way in which it is managed 
determines whether conflict leads to a constructive or destructive outcome. The way in 
which any individual manages the conflict is explained through various conflict style. 
Over a period, many parameters were laid down to define conflict style (Blake & Mouton 
1964; Hall, 1969; Thomas, 1976; Rahim, 1983). Adopting the Rahim (1986) approach 
to interpersonal conflict management, this study focuses on ‘the degree to which one 
satisfies one’s own needs (self-face)’ which is the first dimension; and the degree one 
satisfies other-faced needs, the second one. On this basis, four dominant styles of conflict 
management have been identified: (a) dominating style (b) integrating style (c) avoiding 
style (d) obliging style. The integrating style reflects mutual-face need. Dominating 
styles refers to high self-face need. Obliging styles refer to satisfying other- faced needs 
whereas avoiding is a passive approach that deals in satisfying neither face need during 
interpersonal conflicts. Further, research indicated that an integrating style is the most 
effective approach of dealing with the task conflict. The most destructive approach is the 
dominating style, whereas obliging is effective during relationship conflict and avoiding 
is the most passive approach (Jehn, 1995). 



38 S. Alok, R. Kumar and S. Singh

2.4 Individual dimension and Conflict styles 

In the conflict literature, the two important individual factors which have been explored 
are “attitude towards the conflict” and “conflict efficacy” (Alok, Ravindran and Jha, 2015). 
The attitude towards conflict relates to the individual’s view towards the conflict i.e., 
whether conflict is a positive or a negative phenomenon. Research reveals that positive 
attitude towards the conflict leads to the constructive conflict management i.e., integrating 
(Alok, Ravindran and Jha, 2015). The other individual factor, conflict efficacy relates to the 
individual’s belief in the ability to effectively resolve the conflict. The research reveals that 
those with low efficacy adopt avoiding or obliging conflict management styles whereas 
high efficacy leads to constructive behaviour of integrating style (Stone and Bailey, 2007).

2.5 Cultural dimension and Conflict styles

Collectivistic orientations 
Individualism is a pattern where loosely connected individuals prefer to be independent 
of collectives, giving priority to own goals over that of others (Triandis, 1995), whereas, 
Collectivism denotes closely linked individuals who prefer being part of one or more 
collectives – be it, family, workplace, tribal habitat, nation, etc., who give priority to 
common goals of the collectives over personal goals (Triandis 1995). Thus, collectivism is 
in contrast to individual culture. 

In India, collectivistic value set is recognizable primarily in the tradition of strong and 
responsible family networks, and the most influential group in Indian society is the family 
(Kakar and Kakar, 2007). Obligation towards the family in India is great and the concept 
of self is linked to the family group. Also common is the concept of extended family. With 
more nuclear families in Indian households, it is not only restricted to blood-related family 
members but also extended to other groups such as neighbours. While working on behalf 
of the family, care is taken to respect family values and traditions. For example, the idea 
of arranged marriage cuts across education, social class, religion, and region. Marriage 
is a strong relationship between not just two individuals but of two families (Kakar and 
Kakar, 2007, p. 60). In Indian families, one’s actions are considered done on behalf of his 
family, where the choice of education and career are expected to raise the family pride. It 
should also be noted that individualism is not absent in India. The concept of salvation in 
Hinduism is very important which is reflective of a certain sort of individualism. There 
are situations where an Indian prefers a donation to his place of worship for salvation 
in offering a helping hand to the poor around (Varma, 1998, p. 125). Due to this reason, 
India probably is just above average (48 with average 43.43) in Hofstede individualistic- 
collectivistic dimension. People with low collectivistic orientations is not uncommon 
which is a concern for the goals of the group. Conflicts occur when those abiding by 
individualistic values interact with those who nurture collectivistic values. Thus, in a cross-
country analysis, it becomes necessary to study collectivistic orientations at the individual 
level. Studies done by Cai Fink 2002, among graduates in the US and those of Midwestern 
University, at international level revealed that individuals, rather than collectivists prefer 
avoiding; and collectivists rather than individualists prefer integrating styles.
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Religiosity 

In India, religion is close to personal life, such that one’s identity is often based on religion 
(Lindridge, 2005, p.143). Religious pursuit is considered one’s cultural identity. The major 
influence of Hinduism practiced by 80.5% people with associated traditions and symbolic 
meanings are believed to have constituted a national Indian culture, and hence traditions 
of Hindu origins are practiced by most Indians including non-Hindus understanding the 
symbolic meanings behind those rituals. Practicing a religion is a cultural identity, it 
doesn’t differentiate between the North or the South. 

However, the way Hindu rituals are practiced in the North and the South differs as can 
be seen in say, the celebration of Diwali, the festival of lights pan-India with the meanings 
differently interpreted. While Diwali in the North is celebrated around the homecoming of 
Lord Rama, the King of Ayodhya after 14 years of exile in a forest, In the South, it marks 
the celebration of Lord Krishna’s defeating the demon Narakasura. Visits to shrines and 
going on pilgrimage, observing fast and religious practices guided by Gurus, have not 
declined in spite of globalization (Kakar and Kakar, 2007, p. 134), though the practice 
happens at different levels with different intensities. Thus, to analyze and understand 
individual behavior in a cross-country analysis, studying religiosity rather than religion 
happens to be more important. 

The extent to which individuals learn and practice their prime religion, like frequency 
of prayers, awareness of own religion, belief in life after death, etc. reflect religiosity. 
Wilson and Power (2004) conducted a study to gauge the influence level of religiosity in 
conflict management styles of Christians and Muslims in Australia. The study revealed 
that Christians (practicing and non-practicing) and non-practicing Muslims had a tendency 
to work together in managing conflicts, whereas practicing Muslims were identified with 
a higher level of religiosity who preferred compromising style for managing conflicts 
(Wilson and Power, 2004). Accordingly, to Croucher (2011) highly religious individuals 
are less likely to approach conflicts & arguments, than less religious people.

Cultural Affinity 

India with its kaleidoscopic civilization has a heterogeneous population in terms of 
languages, scripts & dialects, varying cultural heritages, varying and rich culinary habits, 
dress-habits diff erring from place to place, besides a number of art-forms (Nayak, 2007). 
A North Indian uses Hindi as its language, unlike South Indians who prefer their regional 
language or dialect. In terms of music habits, North Indians prefer Hindustani whereas 
the South Indians enjoy Carnatic Sangeet. The Hindustani music is divisible to different 
styles of schools known as Gharana, whereas Carnatic music doesn’t have subdivisions. 
The musical instruments also vary, such that table, sitar, sarangi, and santoor are popular 
in the North, whereas, Mridangam, violin, and veena are favored in the South. As for dance 
forms, while Kathak influenced by the Muslim rulers is favoured by the North, popular 
dance forms of the south are Bharatanatyam, Kuchipudi, Kathakali and Mohiniyattam. An 
elicitation study led to understanding the design of construct namely cultural affinity. It is 
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defined as the strong affiliations or liking towards one’s own mother tongue, music, folk 
dance, and cuisines. 

Based on literature reviews and elicitation studies, it is seen that both individual (H1 
and cultural H2) dimensions influence the preferred conflict styles among Indians. Figure 1  
displays the model proposed for this study.

Individual Dimensions
•   Attitude towards
     conflict

•   Cultural Efficacy

Cultural Dimensions

•   Collectivistic
    Orientations

•   Cultural Affinity

•   Religiosity 

 

Conflict Style

•   Integrating

•   Dominating

•   Obliging

•   Avoiding

H1

H2

Figure 1: Factors affecting Conflict Style: Role of Cultural & Individual dimensions

3. Methodology

3.1. Research Design

The study was conducted in three phases as explained below:

Phase I: Elicitation Study 

The first step was to measure one’s affinity towards subcultures. In the context of this study, 
there was a need to understand how people from north and south India define their affinity 
towards their own culture. Around 30 North and South Indians each were interviewed to 
understand how they define their liking towards their own regional cultures. The most 
frequent answer of the participants was their frequent usage of mother tongue, love for 
their own folk dance, music, cuisines, and traditional attires. This led to the designing of 
items to measure the construct of “cultural affinity”. It consists of 7 items measuring the 
participant’s frequency of usage. Items include, “I have a strong taste for and enjoy my 
region’s folk music”. “I find it more comfortable to connect with people with the same 
common tastes and culture as mine”. “I write better in my native language than in any 
other language”. “I communicate with my close friends generally in my mother tongue”. “I 
prefer those social gatherings where the cuisine served is native to my culture”. “Compared 
to dances pertaining to other communities, I prefer classical and folk dances related to my 
place of origin”. “I prefer traditional attire for my daily use over western clothes.”

The exploratory factor analysis revealed that only four items loaded correctly (more 
than 0.7) and thus three other items (referring to the language & attire) with lower loadings 
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were dropped (Nunnally, 1978). Eventually, the cultural affinity scale was developed with 
four items and reliability was found to be 0.810. The cultural affinity can be thus defined 
as “the individual’s liking towards own culture especially in terms of music, dance and 
cuisine”. The “cultural affinity” scale is given in appendix I. 

Phase II: To measure the North-South India in terms of three cultural dimension

In order to define the Indian geographical group i.e North and South India into two 
subcultures, it was necessary to define them in terms of cultural dimension. Based on the 
literature review, two sub-culture scales namely, Collectivistic orientation and religiosity 
were identified. These two cultural dimensions along with the current study designed 
“cultural affinity” scale was finalized to measure if North and South India can be defined in 
these terms. For this, Chi-Square followed by Ordinal logistic regression were conducted. 

Phase III: To identify the role of Cultural dimension, individual as well as socio-
demographic characteristic in measuring the conflict management style preference 
among manufacturing employees

The third phase was carried out to study the influence of cultural dimensions in the 
preference of conflict management styles mong manufacturing employees. The study 
included constructs on individual, cultural dimensions as well as conflict management 
styles. The construct of the cultural dimensions included - Collectivistic orientations (11 
items), religiosity (7 items) and individual dimension included attitude towards conflict (7 
items), conflict efficacy (3 items), for which the measures for the constructs were adapted 
from Hui and Triandas (1986), Huber’s (2012), Alok et al., (2015) respectively. Rahim’s 
(2001) conflict management styles scale was utilized to assess the dependent variable in 
the study (conflict management style). Each of the scales had Likert-scale components, 
where 1 = strongly disagree and 5 = strongly agree, 1 = never and 5 = all the time, 1 = not 
probable and 5 = very probable. Further, total scores in each construct were divided into 3 
scales namely low, medium and high. 0-33% of construct scores were classified as “Low”, 
33-66 % of construct scores as “Medium” and 66-100% of construct scores as “High”. For 
example, the construct namely “religiosity” consisted of a total of 7 items, with 5 Likert 
scales. So, a participant construct score can vary between 7- 35. A person scoring 0-11 will 
be assigned “low”, 11-23 will be assigned “medium” and 24-35 will be assigned as “high”.

3.2. Sampling Technique & Sample selection

The data were collected from the manufacturing companies located in North and South 
India. We focused on the top manufacturing companies in the respective states i.e. either 
these companies were among top 1000 companies or prominent players in their respective 
sectors in the state. These companies were operating in sectors like food, agro, feed; 
cigarette tobacco; mineral, metal, mining; paper, paperboards; leather, electric, electric 
components; garments, textiles; fertilizers, chemicals; automobiles; consumer durables; 
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home appliances, cement etc. Further due to practical issues, we have not selected the 
Public sector (Central Government or State Government managed units). Surveys were 
conducted from Jan 2017 to Aug 2017. Structures interviews were carried out and our 
sample included 800 respondents. Employees possessing a minimum three years of 
experience and age between 25 to 60 years were targeted for the survey. Respondents were 
asked to remember their last task-related interpersonal conflict with their colleagues and 
then respond to the questionnaire to measure how they typically manage conflict at the 
workplace. Out of 800 data collected, the sample for analysis consisted of 330 people from 
the South and 393 from North India after removing outliers and accounting for missing 
data.

3.3 Sample Characteristics

The data used for this study consists of 54.3% of North Indians and 45.7% of South Indians. 
In terms of gender, 41.7% were female and 58.3% were male. The sample contains 75.9%, 
15.5%, 4% & 4.6% of individuals belonging to Hinduism, Islam, Christianity & other 
religion respectively. The sample consists of 50%, 36% & 14% of individuals belonging to 
the age group of 25-35 years, 35-45 years & More than 45 years respectively. In the case of 
experience, the data consists of 50%, 33% & 17% of individuals having experience of 3-5 
years, 5-10 years & more than 10 years respectively in the manufacturing sector.

3.4. Methodology

The study aimed to make inquiry into two main aspects. First, we tried to measure north-
south India subculture using cultural dimension. The second part attempted to identify the 
determinants of different styles of conflict management. For addressing the first question, 
we applied ordinal logistic regressions. The dependent variable in ordinal logistic is ordinal 
variable where high score denotes higher level of cultural affinity/religiosity/collectivistic 
orientations. The explanatory variables were the variables related to social and economic 
status of the individuals. Finally, to determine the determinants of different styles of conflict 
management, we have used the multiple regression model. The dependent variable used are 
integrating/dominating/obliging/avoiding score of the individuals. We have also controlled 
for the relevant variables in the model. All the data were analysed in STATA. 

4. Data Analysis and Results 

Two quantitative studies were conducted in a phased manner to cover the major objectives.

4.1. Chi-Square & Logistic Regression 

In the first study, the aim was to find out if the difference in North and South Indian 
sub-cultures can be measured in term of three culture dimension namely collectivistic 
orientation, religiosity and culture affinity. Thus, the difference in the Cultural dimensions 
among the North and South Indians were analyzed using Chi-square test, followed by 
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ordinal logistic regressions to find out the extent of influence these dimensions has on 
defining the north and south subcultures. Result of Chi-Square (Table 1, 2 & 3), indicated 
that there exists a significant difference between North and South India w.r.t these three 
cultural dimensions. 

Table 1: Chi-Square Test (North-South India & Cultural Affinity)

Cultural Affinity Native
North South Total

Low 16 27 43
Medium 233 209 442
High 143 94 237
Total 392 330 722
Pearson chi2(2) = 8.9901 Pr = 0.011

Table 2: Chi-Square Test (North-South India & level of Religiosity)

Religious Affinity Native
North South Total

Low 51 80 131
Medium 297 237 534
High 44 13 57
Total 392 330 722
Pearson chi2(2) = 24.8804 Pr = 0

Table 3: Chi-Square Test (North-South India & Collectivistic Orientations)

Collective Affinity Native

North South Total

Low 27 87 114

Medium 187 155 342

High 179 87 266

Total 392 329 722

Pearson chi2(2) = 60.7814 Pr = 0

Reference to the results of regression, presented in Table 4 (Column 3) shows that for 
South Indians, one expects lower odds of being in a higher level of cultural affinity, the 
remaining variables being constant. In other words, odd-ratio of being in a higher level 
of cultural affinity is higher for North Indian as compared to South India. In the case of 
“Religiosity”, it was observed that for South Indians, odds of having a higher level of 
religiosity is lower than that of Indians from the north region (Column 4 of Table 4). To 
quantify, odd-ratio of being in the higher religiosity category is 0.24 for the North Indians 
as compared to the South Indians. Ordered logistic regression shows that for south Indians, 
odds of being in a higher level of collectivistic orientations is lower as compared to the 
North Indians (Column 5 of Table 4). To put it in simple terms, odd-ratio of being in 
a higher level of collectivistic orientations is higher for North Indians vis-à-vis South 
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Indians. As it was confirmed that subcultures within India can be measured in terms of the 
cultural dimension, the next objective was to check if these cultural dimensions along with 
individual dimension can determine the conflict style among manufacturing employees. 

Table 4: Measuring North-South India subculture using cultural dimension

Odds Ratio

Cultural  
Affinity

Religiosity Collectivistic 
Orientations 

(1) (2) (3) (4) (5)
Native [Base-North] South 0.13*** 0.24*** 0.38**
Religion [Base-Hindu] Muslim 1.30 1.20 1.54

Christian 1.77 0.71 1.63
Others 1.04 1.35 1.93

Experience Code  
[Base-3 to 5 years of  
experience]

5 to 10 years of experience 1.90** 1.43 2.11**
More than 10 years of  
experience

1.45 1.04 3.59***

Age [Base-24 to 35 years] 35-45 years 0.86 0.60 0.43***
More than 45 years 1.98 1.00 0.54

Gender [Base-Female] Male 1.00 1.43 1.50*
Work Profile [Base-Non- 
Managers]

Managers 0.97 0.94 0.88

Native Language  
[Base-Hindi]

Telugu & Tamil 6.18*** 2.51 0.93
Others 3.14** 0.91 0.44*

4.2 Multiple Regression

The hypothesized model was tested by multiple regression analysis. Result of four 
regression models on dependable conflict-styles i.e., integrating, dominating, obliging and 
avoiding are shown in Table 5 and followed by their discussions in section 4.2.1, 4.2.2, 
4.2.3, 4.2.4 respectively.

Table 5: Determinants of Different styles of Conflict Management

Integrating Dominating Obliging Avoiding

(1) (2) (3) (4) (5)

 Multiple Regression Coefficient 

Cultural Affinity  
[Base-Low]

Medium 0.10
(0.13)

-0.77***
(0.10)

0.03
(0.10)

0.21*
(0.11)

High 0.01
(0.15)

-0.58***
(0.13)

0.27**
(0.13)

0.38**
(0.14)

Religiosity [Base-Low] Medium 0.25**
(0.12)

-0.11
(0.12)

-0.06
(0.08)

-0.17
(0.12)

High 0.33**
(0.16)

-0.16
(0.18)

-0.01
(0.15)

-0.01
(0.17)
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Integrating Dominating Obliging Avoiding

(1) (2) (3) (4) (5)

Collectivistic Orientations 
[Base-Low]

Medium 0.82***
(0.13)

0.28
(0.11)

0.00
(0.09)

0.17
(0.12)

High 1.04***
(0.15)

0.44
(0.11)

0.04
(0.11)

0.32**
(0.15)

Attitude towards conflict 
[Base-Low]

Medium 0.29***
(0.08)

-0.60***
(0.06)

-0.53***
(0.07)

-0.64***
(0.09)

High 0.39***
(0.11)

-0.63***
(0.14)

-0.65***
(0.14)

-0.83***
(0.17)

Conflict Efficacy  
[Base-Low]

Medium 0.04
(0.14)

-0.65***
(0.15)

0.07
(0.18)

-0.30*
(0.17)

High 0.20
(0.14)

-0.31*
(0.16)

-0.35*
(0.18)

-0.14
(0.18)

Native [Base-North] South 0.71***
(0.11)

-0.08
(0.16)

-0.20
(0.14)

0.13
(0.17)

Religion [Base-Hindu] Muslim -0.24**
(0.08)

0.12
(0.08)

0.00
(0.07)

-0.06
(0.09)

Christian 0.30**
(0.13)

0.02
(0.13)

-0.44**
(0.17)

-0.67***
(0.18)

Others -0.29**
(0.13)

-0.04
(0.16)

0.08
(0.14)

0.34**
(0.16

Experience Code [Base-3 
to 5 years of experience]

5 to 10 years of experi-
ence

-0.17*
(0.10)

-0.10
(0.09)

-0.04
(0.09)

0.15
(0.09)

More than 10 years of 
experience

-0.55***
(0.17)

-0.32**
(0.15)

0.09
(0.15)

0.47***
(0.16)

Age [Base-24 to 35 years] 35-45 years 0.25**
(0.10)

0.07
(0.09)

0.01
(0.09)

-0.23**
(0.09)

More than 45 years 0.33*
(0.18)

0.22
(0.15)

-0.29*
(0.17)

-0.34*
(0.19)

Gender [Base-Female] Male 0.04
(0.07)

-0.05
(0.06)

0.16**
(0.06)

0.13*
(0.07)

Work Profile [Base- Non 
managerial role ]

Manager -0.27*
(0.14)

-0.16*
(0.09)

-0.10
(0.12)

0.11
( 0.17)

Native Language 
[Base-Hindi]

Telugu 0.19
(0.14)

0.51***
(0.17)

-0.06
(0.16)

-0.31
(0.19)

Others 0.39***
(0.11)

0.37**
(0.16)

-0.20
(0.15)

-0.36**
(0.17)

Constant 3.54***
(0.24)

4.01***
(0.20)

3.89***
(0.26)

3.08***
(0.28)

R2 = 0.44 R2 = 0.47 R2 = 0.380 R2 = 0.35

( ) gives the standard error of the coefficients
*,** & *** denotes significance at 90%, 95% & 99 % CI respectively
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4.2.1. Determinants of Integrating styles 

Regression analysis on integrating styles of conflict management (Column 2 of Table 5) 
show that South Indians are more integrating (b = 0.71) in nature than the north Indians. 
Individuals scoring high on two factors of cultural dimensions namely religiosity (b = 
0.33) and collectivistic orientations (b = 0.82) lead to integrating style. Results of the 
independent variable of religious background indicate that Christians are more integrating 
as compared to the Hindus, while Muslims and individuals from other religions are 
less integrating. Compared to non-managerial employees, managers are reportedly less 
integrating. Similarly, people with a native language other than Hindi are more integrating 
than Hindi speaking people. 

4.2.2. Determinants of Dominating styles

Table 5 (Column 3) shows summary of results from regression analysis that there is no 
significant difference between North and South Indians, and that individuals scoring 
high on cultural affinity (b = -0.77), positive attitude towards conflict (b = -0.63) and 
conflict efficacy (b = -0.31) are less dominating than those in the base category of low 
scoring individuals. Compare with low experience people, high experience people are less 
dominating (b = -0.32) in nature. 

4.2.3. Determinants of Obliging styles 

The results are shown in Table 5 (Column 4) show that there is no significant difference 
between North Indians and South Indians with regard to obliging nature. However, in 
terms of cultural affinity, attitude towards conflict and conflict efficacy, the significant 
effect has been observed on obliging style while controlling all related factors. In the case 
of cultural affinity, the highest-scoring individuals (b = 0.27) are more obliging in nature as 
compared to the base category of low scoring individuals. Individuals with a high scoring 
(positive) attitude towards conflict (b = -0.65) and conflict efficacy (b = -0.35) are less 
obliging when compared to the low scoring individuals, but for conflict efficacy, this effect 
held good only for those having the highest scores. Compared to the Hindus, Christians 
were seen less obliging in nature. At the uppermost age level (> 45 years,), people become 
less obliging in nature. Also, males were found more obliging compared to their female 
counterparts. 

4.2.4. Determinants of Avoiding styles 

The regression results show no major difference between the North and South Indians 
(Column 5 of Table 5). Cultural affinity, collectivistic orientations, attitude to conflict, 
and conflict efficacy, have a substantial effect on the avoiding style, other factors being 
under control. As for cultural affinity (b = 0.38), collectivistic orientations (b = 0.32), those 
scoring high are more of avoiding type compared to the low scoring base category. In terms 
of attitude towards conflict (b = -0.83) and conflict efficacy (b = -0.30), high scorers are 
less of avoiding nature compared to the low scorers. 
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Compared to the Hindus, Christians are less avoiding and integrating, while those of 
other religions are more of avoiding nature when compared to the Hindus. Those with 
the highest experience level are more of avoiding nature as compared to those with the 
lowest experience levels. With increasing age, people become less avoiding. Males are 
more avoiding compared to females, and those using other languages as native language 
are less avoiding compared to the Hindi speaking people. Overall, it is seen that high 
scorers of cultural and collective affinity and negative attitude towards conflict are more 
avoiding in nature. 

5. Discussion & Conclusion

This paper tried to study the geographically defined subgroup of India i.e., North and 
South as subcultures. In order to do this, three cultural dimension namely collectivistic 
orientations, cultural affinity, and religiosity were used. The result indicated that there 
was a difference in all the three parameters of cultural dimension namely collectivistic 
orientations, religiosity and cultural affinity between North and South Indians. Moreover, 
North Indians showed higher collectivistic orientations, religiosity and cultural affinity of 
as compared to South Indians. Hence, in the Indian context, selecting these three parameters 
to define sub-cultures proven to be true. Researcher in their future study can consider 
measuring other subcultures at the workplace or social settings on these three dimensions.

 The results depicted differences in the conflict style preferences between the North 
Indians and the South Indians during conflicts. Results showed that the South Indians opt 
for integrating styles more than the North Indians. Probably one of the reasons could be 
attributed to the fact that North Indians are relatively younger population as compare to 
the South (Census ,2011) and previous studies revealed that older people use more of 
integrating style (Pinto and Ferrer, 2002). No significant differences were seen in terms of 
their avoiding, dominating and obliging styles between the two subcultures.

Worth noting is that both individuals and cultural dimensions were seen contributory 
to conflict style preferences among Indians. High and medium scorers in collectivistic 
orientations tend to opt for constructive behavior of integrating style, whereas only high 
scorers opt for avoiding style. The result is similar to those revealed by Gelfand et al., (2001) 
where he explains that people with high collectivist orientations value interdependence and 
hold strong values on the relationship with peers and families, and hence they focus more 
on compromise, trying to keep harmony, cooperation and maintaining face. 

People with high affinity towards own culture opt for avoiding as well as obliging 
style. At the same time, high affinity will lessen the destructive behavior of the dominating 
style. People with high affinity towards their culture value social conservatism (Kozan and 
Ergin, 1999), thereby emphasizing on security, conformity and adherence to traditions, 
thereby preferring an avoidance/obliging style of conflict management. Lack of affinity or 
cultural closeness leads to psychic distance (Swift, 1999) leading to dominating behavior. 
At the same time, low cultural affinity, will bring psychic distance between the employees 
and lead to dominating behaviour. 



48 S. Alok, R. Kumar and S. Singh

High level of religiosity leads to integrating style and the result is consistent to Wilson 
& Power (2004) study indicating that practicing Muslim’s preferred compromising style 
for managing conflicts. However, worth mentioning in this study is that religiosity played a 
minor role in explaining conflict style preferences. Probably one of the arguments could be 
that religious practices do not reflect in the workplace, due to the impact of organizational 
culture.

Attitude towards conflict was the highest predictor for all four styles. A positive 
attitude leads to integrating style and less of dominating, obliging as well as avoiding styles, 
which necessitates attitudinal change interventions in employees for effective conflict 
management. Similarly, in conformity with previous researches (Alper, S, Tjosvold, D and 
Law, K.S., 2000), this study shows that employees with high conflict efficacy will show 
less of destructive (dominating) and passive behavior (obliging, avoiding). 

This analysis concludes that imbibing collectivistic orientations and practicing a high 
level of religiosity, besides positive attitude to conflict leads to constructive (integrating 
style) behavior at the workplace. While a high level of cultural affinity did not promote 
integrating style, its absence led to the destructive behavior of the dominating style. 
Similarly, low conflict efficacy with a negative attitude towards conflict led to a passive 
approach of both avoiding and obliging styles besides destructive dominating style. 
Thus, change agents in the form of tailored conflict management training and customized 
workshops can be conducted to enhance the efficacy of the manufacturing employees in 
the work-place. 

Cognitive- behavioral therapy, such as CRT (Cognitive Restructuring Therapy) 
reframing and verbal persuasion techniques (Alok, et al., 2015), etc. can bring about positive 
attitudinal change in employees in managing conflicting situations. This study reinforces the 
significance of cultural affinity and analyses the need for imbibing collectivistic approach 
among neighbours, colleagues, and peer groups. Thus, it is important that Indians maintain 
their unique Indian ethos and conserve their culture, reflecting pride in their strong heritage. 

6. Implications and Future Scope 

The present study carries academic and practical implications. On the academic front, the 
study contributed by the development of a scale to measure “cultural affinity”. The scale 
can be further used for measurement of an individual’s inclination towards own culture/sub-
culture. This scale can be used for research in the sociology, anthropology, management, 
economics and industrial psychology. Further, this study highlighted the role played by the 
sub-culture (North and South India in this case) in the management of conflict. The role of 
sub-culture can further be explored in a different context for example adoption of benefits, 
adoption of policy guidelines and readiness to change. 

The study also carries practical implications. The inter-personal conflicts among the 
colleagues leading to grievances and disciplinary actions are a reality in the manufacturing 
sector, this study used the cultural lens to study conflict management in a manufacturing 
set up. Adding the cultural dimensions widened the horizon in which the conflict in the 
manufacturing sector can be constructively managed, thereby enhancing the industrial 
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performance. The study informs that the frontline supervisors and managers should 
appreciate the sub-culture differences and understand the differences between North 
Indians and South Indians. Furthermore, as the result reveals that moderate level of cultural 
affinity improves the way conflict is handled, the manufacturing organizations can celebrate 
occasions like festivals of different sub-cultures to celebrate diversity and enhance cultural 
affinity. Another important result was related to the role of collectivistic orientation in 
conflict handling. As collectivism positively impacts conflict handling, companies should 
promote team goals, group assignments and group sharing incentives rather than giving 
them the individualistic goals. Furthermore, the role of conflict efficacy is also crucial, 
employees in manufacturing set up should be made aware of the importance of effective 
conflict handling. They need to provide training on conflict management to enhance their 
conflict efficacy.

As India opens its manufacturing sector for the world, top companies plan to set up their 
plants in India, the study carries interesting insights on that front as well. The expatriates 
working in Indian companies have to work with people of diverse Indian workforce. This 
study can help them understand conflicts at sub-levels, understand how the North and South 
Indians approach the conflicts and negotiate and reconcile issues, where an understanding 
of nationality and region-specific styles may impact the negotiation strategy. 

This study is one of the first attempts in understanding differences in conflict styles 
between the North and South India in the manufacturing set up. Even though the results 
are not that surprising, the initial findings demonstrate significant differences as well as 
similarities in their preferences of conflict styles. Future studies can be undertaken to further 
explore conflict management styles in India. For instance, a future study could be on the 
conflict style preferences among North, South, East and West Indians. Language identity 
as a separate parameter may highlight differences as North Indians and South Indians as 
the latter are influenced by more proximate languages, unlike the former whose language 
is Hindi in general. Furthermore, a similar study can be carried out in different sectors to 
unravel the influence of sub-cultures on different issues concerning organizations. 
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Appendix 1

The Cultural Affinity Scale

Items Measures
Factor  

Loadings AVE CR
Reliability  

Cronbach’s Alpha
1. I find it more comfortable to connect with 

people with the same common tastes and 
culture as mine.

0.719

0.638 0.874 0.810

2. I prefer those social gatherings where the 
cuisine served is native to my culture.

0.863

3. Compared to dances pertaining to other com-
munities, I prefer classical and folk dances 
related to my place of origin.

0.884

4. I have a strong taste for and enjoy my region’s 
folk music.

0.714

Notes: AVE = Average Variance Extracted ; CR = Construct Reliability 


