
 

 

The Impact of Employee Conflict on Organizational Performance: 1 

A Conceptual Review. 2 

   3 

Abstract 4 

In contemporary corporations, employee conflict is a frequent and inevitable occurrence. It 5 

occurs when workers have different viewpoints, objectives, values, work styles, interpersonal 6 

expectations, or access to company resources. Organizational study demonstrates that the impact 7 

of conflict varies depending on its kind, intensity, context, and management, despite the fact that 8 

conflict is frequently perceived negatively. 9 

 10 

This study uses a conceptual evaluation of the literature to investigate how employee conflict 11 

affects organizational performance. Task conflict, interpersonal conflict, and process conflict are 12 

the three main types of workplace conflict that are the subject of this study. The article describes 13 

how different conflict types affect decision-making, creativity, teamwork, productivity, 14 

communication, employee motivation, job satisfaction, and overall organizational effectiveness. 15 

According to previous research, interpersonal and process conflicts typically impair performance 16 

because they lead to stress, erode trust, and erode cooperation. 17 

 18 

However, task conflict can have conflicting impacts; when handled constructively, it can 19 

enhance creativity and decision-making, but when it gets emotional or personal, it can harm 20 

performance. The study comes to the conclusion that poorly managed and directed conflict poses 21 

a greater danger to organizational success than conflict per se. As a result, companies should use 22 

constructive conflict resolution techniques, fair leadership practices, role clarification, mediation 23 

protocols, staff training, and clear communication methods. By offering a structured conceptual 24 

understanding of how employee conflict impacts performance and how managers may turn 25 

conflict into a source of improvement rather than organizational weakness, the study advances 26 

organizational behavior and human resource management. 27 

 28 
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1. Introduction 31 

Organizations are social systems in which workers collaborate to accomplish shared goals. 32 

Conflict is a normal aspect of organizational life, nevertheless, because employees have varying 33 

personalities, educational backgrounds, job experiences, values, communication styles, and 34 

professional expectations. 35 

 36 

 Conflict among employees can arise between supervisors, subordinates, teams, departments, and 37 

individuals. Conflict can be transient and insignificant in certain situations, or it can develop into 38 

a major organizational issue that has an impact on institutional performance, employee behavior, 39 

decision-making, and productivity. 40 

 41 



 

 

Employee conflict has received increasing attention in the fields of organizational behavior, 42 

human resource management, leadership, and industrial psychology. Earlier studies have shown 43 

that depending on its type and circumstances, conflict within work groups can have both 44 

beneficial and detrimental effects. Jehn's seminal study distinguished between several forms of 45 

intragroup conflict and shown that, depending on whether it is connected to tasks or 46 

interpersonal relationships, conflict may be advantageous or detrimental. Relationship conflict 47 

and task conflict are also linked to poorer team performance and member satisfaction, according 48 

to De Dreu and Weingart's meta-analysis. However, subsequent research has demonstrated that 49 

task conflict can have more complicated effects depending on moderators like trust, emotional 50 

climate, and conflict management style. 51 

 52 

Financial resources, technology, strategy, and market position are not the only factors that affect 53 

an organization's performance. Human behavior, relationships among coworkers, internal 54 

communication, the caliber of leadership, and the workplace all influence it. Organizational 55 

performance increases when workers respect one another, collaborate well, share knowledge, and 56 

find positive solutions to issues. However, performance suffers when workers encounter ongoing 57 

conflict, interpersonal strain, ambiguous responsibilities, and inadequate communication. 58 

 59 

Conflict among employees has multiple effects on performance. Employee attention is diverted 60 

from work-related activities to personal disputes, which might lower productivity. Employees 61 

may avoid one another or conceal information as a result, which can impede communication. By 62 

causing tension, annoyance, and discontent, it might lower motivation. By decreasing 63 

cooperation and trust, it can harm teamwork. Additionally, it may cause decision-making to be 64 

delayed, absenteeism to rise, and staff churn. 65 

 66 

However, conflict shouldn't be viewed solely as a bad thing. A certain amount of task-related 67 

dispute can assist staff members in recognizing issues, challenging flawed concepts, making 68 

better choices, and coming up with original solutions. Effective conflict management is more 69 

important than the total eradication of conflict. 70 

 Constructive conflict management allows organizations to turn disagreement into learning, 71 

creativity, and improved performance. 72 

 73 

Thus, this research uses a conceptual review to examine how employee disagreement affects 74 

organizational performance. It describes the primary forms of employee conflict, how they affect 75 

organizational results, and the managerial techniques needed to lessen harmful conflict and 76 

promote positive workplace communication. 77 

2. Statement of the Problem 78 

For many firms, employee disagreement is a major problem. Employees may suffer from stress, 79 

poor communication, a lack of trust, unhappiness, and decreased motivation in environments 80 

where conflict is not well managed. These issues can have a detrimental impact on an 81 

organization's performance by lowering goal achievement, teamwork, productivity, and service 82 

quality.  83 



 

 

 84 

Employee relations and dispute resolution receive less attention in many firms than financial 85 

planning, technology, marketing, and operational processes. As a result, little arguments could 86 

turn into major interpersonal disputes. Workers may stop cooperating, put off work, place blame 87 

on one another, and lose interest in the goals of the company. 88 

 89 

When conflict is brought on by unclear responsibilities, harsh treatment, bad leadership, poor 90 

communication, unequal workload distribution, and a lack of established conflict resolution 91 

procedures, the issue gets worse. In these circumstances, conflict becomes a hindrance to 92 

organizational productivity rather than just a typical disagreement at work.  93 

As a result, it is important to comprehend how various forms of employee conflict impact 94 

organizational performance and what tactics companies can apply to resolve conflict in a positive 95 

way. 96 

3. Research Objectives 97 

This paper's primary goal is to investigate how employee disagreement affects organizational 98 

performance. 99 

The specific objectives are: 100 

1. To describe the idea of employee conflict and its main forms.  101 

2. To investigate how task conflict affects organizational performance. 102 

3. To examine how relational conflict affects the effectiveness of an organization.  103 

4. To investigate how process conflict affects organizational effectiveness.  104 

5. To determine the ways in which organizational performance is impacted by employee conflict.  105 

6. To offer workable dispute resolution techniques for enhancing corporate effectiveness. 106 

4. Research Questions 107 

This following research question are addressed in this paper: 108 

1. What is disagreement among employees?  109 

2. What are the main categories of employee conflict in businesses? 110 

3. What impact does task conflict have on the effectiveness of an organization?  111 

4. What is the impact of relationship conflict on the functioning of an organization?  112 

5. How is organizational performance impacted by process conflict?  113 

6. Which dispute resolution techniques can enhance the effectiveness of an organization? 114 

5. Significance of the Study 115 

Managers, staff members, HR specialists, researchers, and legislators should all take note of this 116 

report. The document gives managers a comprehensive grasp of how conflict impacts 117 

performance and how to minimize harmful conflict. It emphasizes the significance of formal 118 

grievance procedures, role clarity, communication mechanisms, and training for HR personnel. 119 

The study highlights the significance of professional conduct, teamwork, and courteous 120 

communication for workers. By including important conflict theories and performance outcomes, 121 

the work adds to the body of knowledge on organizational behavior for scholars. 122 

Organizations in developing nations, whose dispute resolution procedures are occasionally 123 

informal or inadequate, can also benefit from the study. Conflict at work may go unnoticed in 124 



 

 

these situations until it has a major negative impact on output and staff morale. This essay offers 125 

useful suggestions that companies can implement to enhance their internal workplace. 126 

6. Literature Review 127 

Because it has a direct impact on teamwork, communication, employee motivation, and 128 

organizational performance, employee conflict has grown in importance in organizational 129 

behavior and human resource management. Every firm has a diverse workforce with a range of 130 

personalities, experiences, values, roles, and expectations. These distinctions may lead to conflict 131 

and strain at work. Conflict can arise between departments, between employees and 132 

management, or between individual employees. Unmanaged conflict can lower productivity, 133 

erode cooperation, and harm an organization's overall performance, even though it is a natural 134 

element of organizational life. 135 

 136 

Employee conflict has been examined from a variety of angles by earlier scholars. Workplace 137 

conflict is not a single notion, according to Jehn's (1995) analysis of conflict within work groups. 138 

Her research indicates that conflicts may arise from job-related tasks, interpersonal interactions, 139 

or work protocols. Her research revealed that while personal conflict typically has detrimental 140 

consequences on job satisfaction and performance, some work-related arguments may encourage 141 

people to share diverse perspectives. This study was significant since it made clear that various 142 

conflict forms may affect teams and employees in different ways. 143 

 144 

A meta-analysis on conflict, team performance, and team member satisfaction was carried out by 145 

De Dreu and Weingart (2003). According to their research, team performance and satisfaction 146 

were generally adversely correlated with both task-related conflict and relationship conflict. This 147 

result is significant because it casts doubt on the notion that task conflict is always beneficial. It 148 

demonstrates how even professional disagreements may be detrimental if they lead to employee 149 

stress, miscommunication, or a lack of cooperation. 150 

 151 

Rahim (2002) clarified that because individuals inherently have diverse interests, opinions, and 152 

expectations, conflict cannot be totally eliminated from businesses. He maintained that managers' 153 

primary duty is to effectively handle conflict rather than to completely eradicate it. In his 154 

opinion, conflict management can help businesses minimize unfavorable outcomes and enhance 155 

decision-making, problem-solving, and employee interactions. This demonstrates the 156 

significance of conflict management as a managerial task. 157 

 158 

Organizational conflict can result in both functional and dysfunctional effects, according to 159 

Robbins and Judge (2019). While dysfunctional conflict can lower morale, productivity, 160 

teamwork, and communication, functional conflict can foster creativity, discussion, and better 161 

decisions. They underlined that disagreement becomes detrimental when it results in resistance, 162 

emotional strain, personal tension, and a lack of trust among staff members. Therefore, in order 163 

to safeguard organizational effectiveness, managers need to be aware of the causes and 164 

consequences of conflict. 165 

 166 



 

 

The concept of a conflict-positive organization was first presented by Tjosvold (2008). He 167 

clarified that when workers are encouraged to discuss issues in an honest, courteous, and 168 

productive manner, conflict may be beneficial. According to his research, companies shouldn't 169 

foster a culture where workers are frightened to differ. Instead, companies should foster an 170 

atmosphere where workers can collaborate to solve problems and express differing viewpoints. 171 

This perspective demonstrates how organizational culture and communication methods have a 172 

significant impact on the impact of conflict. 173 

 174 

After reviewing earlier research on intragroup conflict, De Wit, Greer, and Jehn (2012) 175 

discovered that various types of conflict have distinct consequences on group outcomes. 176 

According to their research, conflicts that are personal or process-related typically have 177 

detrimental consequences since they lead to emotional strain, uncertainty, and poor cooperation. 178 

They also clarified that disagreements at work might only be beneficial in specific 179 

circumstances, such as when there is mutual respect, trust, and good communication. This result 180 

demonstrates that conflict's impact varies depending on the organizational context and does not 181 

always result in better or worse performance. 182 

 183 

Even though these studies offer insightful information, further research is still required to fully 184 

understand how employee conflict affects organizational performance. Numerous earlier 185 

research primarily examined team-level outcomes, such as employee relationships, group 186 

performance, or team happiness. Fewer research, however, have established a clear link between 187 

employee conflict and more general organizational performance metrics like goal achievement, 188 

teamwork, productivity, service quality, employee commitment, and communication 189 

effectiveness. This leads to a study vacuum since companies must comprehend how conflict 190 

impacts not just personnel but also the organization's overall performance. 191 

 192 

Another gap in the literature is that while many studies talk about conflict in general terms, they 193 

don't necessarily explain how conflict affects performance in day-to-day organizational tasks. 194 

Conflict, for instance, can affect performance by slowing down decision-making, impairing 195 

communication, raising stress levels, eroding trust, decreasing motivation, and harming 196 

teamwork. More focus is required on these mechanisms because managers cannot effectively 197 

resolve conflict unless they comprehend how conflict impacts performance in real-world 198 

situations. 199 

 200 

Additionally, the majority of current research has been carried out in mature organizational 201 

contexts with comparatively greater formal leadership structures, conflict management policies, 202 

and human resource systems. Conflict management methods are frequently inadequate, informal, 203 

or poorly implemented in many developing nations and organizational contexts. Due to fear, 204 

mistrust, or a lack of appropriate protocols, employees may refrain from reporting conflicts. 205 

Further research is therefore required to understand employee conflict in real-world 206 

organizational settings where management systems might not be fully developed. 207 

 208 

There is also a practical gap. Many organizations know that conflict is harmful, but they do not 209 

possess well-defined management strategies. Managers may choose to use their own discretion 210 

instead of formal processes to resolve conflicts, or they may choose to ignore them until they 211 



 

 

become serious. Employee unhappiness and injustice may result from this. This study is 212 

therefore necessary to give a thorough understanding of how employee conflict impacts 213 

organizational performance and what companies can do to lessen its detrimental effects. 214 

 215 

The current study is significant because it establishes a direct link between organizational 216 

effectiveness and employee conflict. In addition to outlining conflict as a problem in the 217 

workplace, it looks at how conflict affects goal achievement, employee happiness, teamwork, 218 

motivation, productivity, and communication. This closes the gap between conflict theory and 219 

real-world organizational performance. 220 

 221 

Additionally, because human interactions play a major role in organizational success, this study 222 

is necessary. Poor employee relations can lower performance even in organizations with strong 223 

financial resources, technology, and rules. Employees may spend more time arguing than 224 

working productively if they are engaged in ongoing conflict. They can stop cooperating, 225 

conceal information, and become disengaged with the organization's objectives. Therefore, 226 

increasing organizational success requires an awareness of employee conflict. 227 

Conflict can have both beneficial and detrimental effects, according to earlier research. It is still 228 

necessary to define the circumstances in which conflict might be detrimental and those in which 229 

it can promote progress. In order to solve this problem, this study explains that conflict becomes 230 

detrimental when it is emotional, personal, unmanaged, or associated with ambiguous 231 

obligations. However, when disagreement is professional, courteous, and concentrated on 232 

resolving work-related issues, it can be beneficial. 233 

 234 

Employee conflict is a significant element influencing organizational performance, according to 235 

the studied research. Although the existence, types, and effects of conflict have been established 236 

by earlier academics, more focused research is still needed to understand how employee conflict 237 

impacts overall organizational performance and what workable solutions can lessen its 238 

detrimental effects. This study is therefore essential since it offers managers, staff, and human 239 

resource departments both theoretical insight and useful suggestions. 240 

 241 

In conclusion, the gap in the literature is that prior research has mostly concentrated on conflict 242 

types and team outcomes, with little consideration paid to the wider effects of employee conflict 243 

on organizational performance, particularly in real-world organizational situations. By 244 

investigating the effects of employee conflict on output, communication, motivation, teamwork, 245 

satisfaction, and goal achievement, this study closes that gap. The study will assist firms in 246 

realizing that conflict is a performance-related issue as well as an interpersonal one that has to be 247 

handled with effective conflict management techniques, fair leadership, clear communication, 248 

and role clarity. 249 

9. Conceptual Framework 250 

Task conflict, interpersonal conflict, and process conflict are the three main ways that employee 251 

conflict impacts organizational performance, according to the study's conceptual framework. 252 

These factors have an impact on organizational outcomes like goal achievement, teamwork, 253 

productivity, employee motivation, communication quality, and service quality. 254 



 

 

 255 

 256 

 257 

Independent Variables Mediating/Contextual Factors Dependent Variable 

Task Conflict 

Communication environment, 

leadership support, and conflict 

resolution technique 

Organizational Performance 

Relationship Conflict 
Organizational culture, 

emotional atmosphere, and trust 
Organizational Performance 

Process Conflict 
Work design, role clarity, and 

procedural fairness 
Organizational Performance 

 258 

According to the paper, task conflict can have either positive or negative consequences on 259 

organizational performance, depending on how it is handled, whereas relationship conflict and 260 

process conflict typically have negative effects. 261 

10. Research Methodology 262 

10.1 Research Design 263 

A conceptual review design is used in this work. Since the goal of the study is to evaluate, 264 

arrange, and synthesize the body of knowledge regarding employee conflict and organizational 265 

performance, a conceptual review is required. This study builds a theoretical and practical 266 

knowledge based on prior research rather than gathering primary survey data. 267 

10.2 Nature of the Study 268 

The research is analytical and qualitative in character. It examines the body of research on team 269 

conflict, employee conflict, workplace conflict, conflict management, and organizational 270 

performance. The paper presents an organized conceptual explanation of how employee 271 

disagreement impacts organizational performance rather than claiming to present new statistical 272 

findings. 273 

10.3 Sources of Data 274 

Secondary data served as the study's foundation. Academic journal articles, meta-analyses, 275 

theoretical papers, and organizational behavior literature are examples of sources. Jehn's study on 276 

intragroup conflict, De Dreu and Weingart's meta-analysis on task and relationship conflict, and 277 

De Wit, Greer, and Jehn's meta-analysis on intragroup conflict outcomes are among the 278 

important studies examined. 279 

10.4 Method of Analysis 280 

Thematic analysis is used in the work. The literature is organized into major themes: types of 281 

conflict, causes of conflict, consequences of conflict, conflict-performance relationship, and 282 

conflict management strategies. Propositions and useful suggestions are then developed using 283 

these themes. 284 

Scope of the Study 285 



 

 

The scope of this study is confined to examining the impact of employee conflict on 286 

organizational performance. The study focuses on workplace conflict that occurs within the 287 

internal environment of an organization, particularly conflict among employees, conflict between 288 

employees and supervisors, and conflict between different work groups or departments. Conflicts 289 

with competitors, suppliers, customers, government agencies, or other external stakeholders are 290 

not covered. 291 

The study mainly concentrates on how employee conflict affects important areas of 292 

organizational performance, including employee productivity, communication, teamwork, 293 

motivation, job satisfaction, decision-making, service quality, and achievement of organizational 294 

goals. Conflict can have both beneficial and detrimental effects, according to the study. 295 

However, special attention is given to unmanaged and destructive conflict because this type of 296 

conflict is more likely to reduce organizational effectiveness. 297 

The conceptual scope of the study includes employee conflict as the main independent variable 298 

and organizational performance as the dependent variable. Workplace disputes, interpersonal 299 

strain, poor communication, role confusion, emotional stress, and a lack of cooperation are 300 

examples of employee conflict. Organizational performance is discussed through non-financial 301 

performance indicators such as efficiency, quality of work, employee commitment, teamwork, 302 

and goal achievement. 303 

This study is relevant to different types of organizations, including public institutions, private 304 

companies, non-governmental organizations, educational institutions, banks, hospitals, and 305 

service organizations. Managers, human resource departments, supervisors, team leaders, and 306 

workers who are in charge of enhancing workplace relations and organizational effectiveness 307 

may find the conclusions and suggestions helpful. 308 

Since this study is based on a literature-review and conceptual approach, its scope is limited to 309 

analyzing and synthesizing previous academic studies, theories, and research findings related to 310 

employee conflict and organizational performance. It doesn't gather primary data from a 311 

particular company or set of workers. Therefore, the study provides a theoretical and practical 312 

understanding of the topic rather than statistical evidence from field research. 313 

Limitations of the Study 314 

This study has some limitations that should be considered. First, the study is mainly based on 315 

secondary sources, such as previous research articles, books, and academic literature. Primary 316 

data gathered directly from workers, supervisors, or organizations is not included. Therefore, the 317 

findings are based on existing knowledge and theoretical analysis rather than new empirical 318 

evidence. 319 

 320 

Second, statistical methods like regression, correlation, and hypothesis testing are not used in the 321 

study. As a result, it cannot measure the exact strength or direction of the relationship between 322 

employee conflict and organizational performance. The study explains the relationship 323 

conceptually, but it does not provide numerical results to prove the impact in a specific 324 

organizational setting. 325 

 326 

Third, employee conflict in a broad organizational framework is covered in the study. The effects 327 

of conflict may vary from organization to organization due to differences in size, industry, 328 

culture, leadership style, rules, and working conditions. As a result, each organization's unique 329 

environment should be taken into consideration when applying the study's conclusions. 330 

 331 



 

 

Fourth, organizational performance is a broad concept and can be measured through both 332 

financial and non-financial indicators. Non-financial metrics like productivity, teamwork, 333 

communication, motivation, job happiness, service quality, and goal achievement are the primary 334 

emphasis of this study. It does not deeply examine financial indicators such as profitability, 335 

return on investment, revenue growth, or cost reduction. 336 

 337 

Fifth, employee conflict is a sensitive issue. Employees may not always share problems in an 338 

open manner in real-world work environments due to fear, job insecurity, mistrust, or worries 339 

about management's response. This sensitivity indicates that future empirical research on the 340 

subject may have difficulties in gathering truthful and accurate replies from employees, despite 341 

the fact that this study is conceptual. 342 

 343 

Sixth, not every potential element influencing organizational effectiveness is examined in this 344 

study. Organizational performance can also be affected by leadership style, employee training, 345 

compensation, organizational culture, technology, market conditions, and management policies. 346 

As a result, it is crucial to recognize that employee conflict is not the sole issue influencing 347 

organizational performance. 348 

 349 

Lastly, this study offers a comprehensive grasp of the subject since it is not restricted to a single 350 

nation, industry, or organization. However, this broad approach may limit the depth of analysis 351 

in a particular cultural, industrial, or geographical context. It is recommended that future scholars 352 

use primary data to undertake empirical studies in particular industries or companies to examine 353 

the connection between employee conflict and organizational effectiveness. 354 

 355 

 356 

 357 

12. Impact of Employee Conflict on Organizational Performance 358 

Employee conflict has a significant impact on organizational performance because organizations 359 

depend on employees to complete tasks, solve problems, serve customers, make decisions, and 360 

achieve goals. When conflict is constructive, it may encourage discussion, creativity, and better 361 

decision-making. However, when conflict is unmanaged, emotional, or personal, it can reduce 362 

productivity, teamwork, motivation, communication, innovation, and service quality. Conflict 363 

can become a major obstacle to organizational success, as demonstrated by De Dreu and 364 

Weingart's (2003) findings that task conflict and relationship conflict are often negatively 365 

connected to team performance and satisfaction. 366 

12.1 Effect of Conflict on Employee Productivity 367 

One of the most direct effects of employee conflict is reduced productivity. Employees who are 368 

involved in conflict may spend time arguing, avoiding each other, defending themselves, or 369 

dealing with emotional stress instead of focusing on their work. Conflict can interrupt workflow, 370 

delay task completion, and reduce concentration. In severe situations, workers may purposefully 371 

put forth less effort, refuse to cooperate, or postpone sharing information. This directly affects 372 

the quantity and quality of work produced by the organization. 373 



 

 

Conflict also reduces productivity by increasing emotional and mental pressure. Workers may 374 

experience tension, fatigue, and distraction in a conflict-ridden workplace. Instead of using their 375 

energy for productive work, they use it to manage tension and protect themselves from criticism 376 

or blame. De Wit, Greer, and Jehn (2012) found that different types of intragroup conflict have 377 

important consequences for group outcomes, especially when conflict creates emotional tension 378 

or process confusion. Therefore, employee conflict can reduce productivity both directly through 379 

delays and indirectly through stress and weak cooperation. 380 

Not all confrontation, though, lowers productivity. Constructive task-related disagreement may 381 

help employees identify better work methods and solve problems more effectively. The positive 382 

or negative effect of conflict depends on whether it is managed professionally or allowed to 383 

become personal. If disagreement remains respectful and focused on work, it may support 384 

improvement. If it becomes emotional or personal, it reduces productivity. 385 

 386 

12.2 Effect of Conflict on Teamwork and Cooperation 387 

Employee conflict also has a strong effect on teamwork. Trust, cooperation, shared 388 

accountability, and honest communication are necessary for teamwork. When employees are in 389 

conflict, they may avoid working together, refuse to share information, or become unwilling to 390 

support one another. Relationship conflict is especially damaging because it creates emotional 391 

distance among employees. Relationship conflict has a substantial negative correlation with team 392 

performance and team satisfaction, as demonstrated by De Dreu and Weingart (2003). 393 

Teamwork suffers when conflict destroys trust. Employees may begin to doubt each other’s 394 

intentions and may interpret normal mistakes as intentional actions. As a result, collaboration is 395 

weakened and group work becomes more challenging. Conflict can hinder coordination and 396 

cause delays throughout the entire system in organizations where departments rely on one 397 

another. As a result, employee disagreement can harm organizational effectiveness and group 398 

performance in addition to individuals. 399 

 400 

Conflict management is crucial for companies that rely on teamwork. Supervisors should 401 

encourage staff members to resolve conflicts in a professional manner and stop interpersonal 402 

conflict from harming team dynamics. Only when workers trust one another and concentrate on 403 

shared company objectives can strong teamwork be sustained. 404 

12.3 Effect of Conflict on Employee Motivation and Commitment 405 

Employee conflict also reduces motivation. Motivation is important because it influences 406 

employees’ willingness to work hard, remain committed, and contribute to organizational goals. 407 

Employees may feel irritated, disrespectful, unsupported, or emotionally spent when there is 408 

constant disagreement. This can reduce their interest in work and weaken their commitment to 409 

the organization. Rahim (2002) emphasized that organizational conflict should be diagnosed and 410 

managed properly because unmanaged conflict can produce negative outcomes at interpersonal 411 

and group levels. 412 

A conflict-heavy environment may also reduce employees’ sense of fairness and belonging. 413 

Employees may lose faith in management if they think it handles disagreement unfairly. 414 

Organizational dedication and morale may suffer as a result. Employees may begin to think that 415 

the organization does not value respect, fairness, or professional behavior. 416 



 

 

On the other hand, when employees believe that conflict is managed fairly and professionally, 417 

they are more likely to trust the organization and remain motivated. A fair conflict management 418 

system can increase employee confidence in management and strengthen organizational 419 

commitment. Therefore, conflict management is directly linked with employee motivation and 420 

organizational performance. 421 

12.4 Effect of Conflict on Organizational Communication 422 

Conflict also affects communication quality. In a healthy organization, employees communicate 423 

openly, share information, and discuss problems professionally. However, conflict can cause 424 

employees to avoid communication, hide information, use aggressive language, or communicate 425 

indirectly through other people. Poor communication then creates further misunderstanding and 426 

may produce new conflicts. According to Wall and Callister (1995), miscommunication and 427 

interaction patterns can affect the escalation and management of conflicts, which is why 428 

communication and the conflict process are strongly related. 429 

Conflict-related communication issues can harm an organization's performance since workers 430 

need timely and correct information to finish jobs. If employees do not share information due to 431 

conflict, decisions may be delayed, mistakes may increase, and customers may receive poor 432 

service. Poor communication also reduces coordination between departments and weakens 433 

organizational efficiency. 434 

For this reason, organizations must create a culture of respectful dialogue. Workers should be 435 

encouraged to speak candidly, professionally, and without fear of retaliation. Open 436 

communication can prevent conflict from becoming destructive and can help employees solve 437 

problems before they affect performance. 438 

12.5 Effect of Conflict on Decision-Making 439 

Decision-making is also impacted by employee disagreement. Constructive disagreement can 440 

improve decision-making because employees may present different views, challenge weak 441 

assumptions, and identify risks. In strategic decision-making, Amason (1996) made a distinction 442 

between dysfunctional and functional conflict, explaining that while some types of conflict may 443 

decrease agreement and effectiveness, others may enhance decision quality. This implies that the 444 

impact of disagreement varies depending on whether it stays idea-focused or turns personal. 445 

Relationship friction, however, can hinder decision-making because employees may reject ideas 446 

based more on personal distaste than on an impartial assessment. In these circumstances, 447 

evidence and organizational interest are not as important as emotion, politics, or interpersonal 448 

conflict when making judgments. Decisions made as a result may be of lower quality and 449 

organizational actions may be delayed. 450 

Therefore, managers should avoid personal attacks while promoting idea-based discourse. 451 

Workers should be free to hold differing opinions, but they shouldn't disparage specific people. 452 

This keeps disagreement from impairing decision-making while allowing organizations to gain 453 

from a variety of viewpoints. 454 



 

 

 455 

12.6 Effect of Conflict on Innovation and Creativity 456 

Innovation is also impacted by employee strife. Creativity, candid communication, psychological 457 

safety, and a readiness to exchange novel concepts are all necessary for innovation. Because it 458 

pushes workers to think critically and consider other options, some degree of task-related dispute 459 

may foster innovation. According to Tjosvold (2008), companies can profit from conflict if they 460 

foster a conflict-positive atmosphere where workers can constructively resolve disagreements. 461 

However, because workers may start to fear rejection, criticism, or personal assault, negative 462 

conflict stifles innovation. Employees may cease discussing innovative ideas and refrain from 463 

taking chances if they don't feel safe. Organizational learning and innovation are weakened as a 464 

result. When workers are afraid of being humiliated or treated disrespectfully, innovation cannot 465 

flourish. 466 

In order to foster innovation, organizations must foster a respectful workplace where employees 467 

are free to debate in a professional manner and where new ideas are fairly assessed. Supervisors 468 

should promote psychological safety, promote candid communication, and provide incentives for 469 

positive problem-solving. Conflict can therefore be a catalyst for invention rather than a 470 

hindrance to it. 471 

12.7 Effect of Conflict on Employee Turnover 472 

Employee turnover may also rise as a result of friction among coworkers. Employees may 473 

choose to quit the company if they experience ongoing disagreement, stress, disrespect, or unfair 474 

treatment. High staff turnover raises the cost of hiring, choosing, onboarding, and training new 475 

hires. Additionally, it weakens institutional memory and decreases organizational stability. In 476 

their discussion of conflict's effects and management, Wall and Callister (1995) demonstrated 477 

how conflict can have significant repercussions for both individuals and organizations. 478 

Conflict-related turnover can be particularly detrimental when knowledgeable and experienced 479 

workers depart the company. Their departure could put more strain on the remaining staff 480 

members and lower productivity. Furthermore, if workplace disagreement is the cause of 481 

departure, new hires can experience the same issue unless the company resolves the initial 482 

conflict. 483 

Reducing conflict is therefore crucial for long-term performance and employee retention. 484 

Employers shouldn't put off resolving conflicts until after workers quit. Rather, managers ought 485 

to recognize disagreement early on and provide equitable procedures for addressing issues at 486 

work. 487 

12.8 Effect of Conflict on Customer Service and Service Quality 488 

Customer service may also be impacted by employee disagreement. Internal conflict frequently 489 

manifests itself in the provision of external services. Customers may encounter delays, poor 490 

communication, and subpar service when staff members fail to collaborate, exchange 491 

information, or coordinate effectively. Conflict-affected employees may also lose patience and 492 

professionalism while interacting with clients. Customer satisfaction and the company's 493 

reputation may suffer as a result. 494 

Internal teamwork is essential to customer service. Service delivery may become sluggish and 495 

disjointed if staff from different divisions are at odds. Conflict between administrative and 496 

technical workers, for instance, might lower service quality, while conflict between sales and 497 



 

 

operations staff can cause customer orders to be delayed. As a result, internal strife has an impact 498 

on the outside world. 499 

In addition to safeguarding employee relationships, organizations must handle employee conflict 500 

in order to preserve consumer trust and service quality. Employees can provide consumers with 501 

more efficient and competent service when they work in a calm and cooperative workplace. 502 

12.9 Overall Effect of Employee Conflict on Organizational Performance 503 

In general, a number of critical channels—such as productivity, teamwork, motivation, 504 

communication, decision-making, innovation, employee turnover, and customer service—are 505 

impacted by employee conflict. The research demonstrates that while conflict is not necessarily 506 

bad, it may be quite detrimental if it is not handled. While constructive task disagreement may 507 

enable better judgments when handled professionally, relationship conflict and poorly managed 508 

process conflict typically lower performance. 509 

Therefore, enhancing organizational performance requires effective conflict management. Clear 510 

communication channels, equitable leadership, role clarity, employee involvement, and formal 511 

dispute resolution processes should all be developed by organizations. Organizations can lessen 512 

the negative impacts of conflict and employ constructive disagreement to enhance decision-513 

making, learning, and innovation. 514 

 515 

Discussion 516 

According to the literature, organizational performance is significantly impacted by employee 517 

conflict. This impact is neither straightforward or one-dimensional, though. The nature of the 518 

disagreement is important. Because it causes emotional strain and undermines interpersonal trust, 519 

relationship conflict is always detrimental. Confusion about roles, duties, and processes is 520 

another negative effect of process conflict. Conflict between tasks is more complicated. When 521 

employees debate opposing views in a professional setting, it can be beneficial, but when 522 

disagreements get personal or emotional, it can be detrimental. 523 

One crucial takeaway from earlier research is that conflict shouldn't be assessed just based on its 524 

occurrence. In organizations, conflict is common. Whether the conflict is productive or 525 

destructive is the true question. Problems, ideas, and progress are the main topics of constructive 526 

conflict. Personal assaults, blame, and emotional response are the main themes of destructive 527 

confrontation. 528 

When deciding whether disagreement is beneficial or detrimental, managers are crucial. 529 

Employees may lose faith in leadership when managers disregard disagreement. Unfair handling 530 

of disputes by management exacerbates the issue. However, conflict may be managed and 531 

occasionally turned into an opportunity for corporate development if managers listen intently, 532 

enforce rules equitably, make expectations clear, and promote courteous communication. 533 

Relationship conflict and process conflict are often detrimental to performance, but task conflict 534 

necessitates cautious management, according to the results of prior meta-analyses. This implies 535 

that organizations shouldn't attempt to eradicate every disagreement. Rather, they ought to 536 

provide mechanisms that let workers to hold divergent opinions while upholding human dignity. 537 



 

 

15. Managerial Implications 538 

Employee disagreement should not be disregarded by organizations. Conflict resolution must be 539 

viewed by managers as a crucial component of corporate success.The ramifications that follow 540 

are significant.  541 

Managers should first recognize disagreement at an early stage. It is important to resolve minor 542 

disputes before they develop into major interpersonal disputes. Second, managers want to keep 543 

individuals and issues apart. Workers should be encouraged to critique concepts rather than 544 

specific people. Third, in order to minimize process friction, businesses should establish 545 

unambiguous job descriptions and reporting systems. Fourth, HR departments ought to offer 546 

training in conflict resolution, teamwork, negotiation, communication, and emotional 547 

intelligence. Fifth, companies should set up equitable grievance procedures so that workers can 548 

safely disclose issues. 549 

Additionally, leadership is crucial. Respectful communication should be modeled by leaders. 550 

They should listen to all viewpoints, refrain from showing partiality, and base their conclusions 551 

on justice and the facts. Employee acceptance of conflict resolution decisions is higher when 552 

they have faith in management. 553 

16. Future Research Directions 554 

To examine the connection between employee conflict and organizational success, future 555 

research should gather primary data from workers in both public and private firms. The 556 

moderating effects of workplace culture, conflict resolution techniques, emotional intelligence, 557 

and leadership style may also be investigated by researchers. Studies that compare various 558 

industries, nations, and organizational sizes might also be beneficial. In order to comprehend the 559 

underlying causes and effects of workplace conflict, future study may also employ mixed 560 

methodologies, including surveys and interviews. 561 

 562 

17. Conclusion 563 

Conflict among employees is an inevitable aspect of working in a business. It happens as a result 564 

of differences in viewpoints, personalities, objectives, values, duties, and expectations among 565 

personnel. Conflict does not, however, always impair performance. The kind of conflict and how 566 

it is handled determine its impact. 567 

This study shows that organizational performance is typically negatively impacted by relational 568 

conflict and process conflict. They lower productivity, motivation, teamwork, trust, and 569 

communication. However, the impact of task conflict is more nuanced. When workers 570 

respectfully and productively communicate ideas pertaining to their jobs, it may enhance 571 

organizational performance. However, when it becomes a personal dispute, it becomes 572 

detrimental. 573 

The most significant finding is that organizations shouldn't strive to completely eradicate 574 

conflict. Rather, they ought to handle disputes in a professional manner. Learning, creativity, and 575 

better decision-making can all be facilitated by constructive conflict. Fair leadership, transparent 576 

communication, role clarity, staff training, and official conflict resolution procedures are all 577 

necessary to lessen destructive conflict. 578 



 

 

Therefore, enhancing organizational performance requires efficient conflict management. 579 

Effective conflict management increases an organization's chances of long-term institutional 580 

success, increased productivity, improved teamwork, higher employee morale, and better service 581 

quality. 582 

 583 

18. Recommendations 584 

The following suggests the following in the light of the conceptual review. 585 

1. Employers should regularly teach supervisors and staff in dispute resolution.  586 

2. Supervisors should discourage personal assaults and promote polite communication. 587 

3. Formal dispute resolution procedures should be created by human resource departments.  588 

 589 

4. Clearly defined job descriptions, duties, and reporting lines are essential.  590 

5. Before conflicts worsen, managers should settle them.  591 

6. Through common objectives and cooperative problem-solving, organizations should foster 592 

teamwork.  593 

7. Professional communication and emotional intelligence training should be provided to staff 594 

members.  595 

8. Leadership ought to be impartial, open, and reliable.  596 

9. Businesses should establish secure ways for reporting disputes at work.  597 

10. Professional conduct, collaboration, and teamwork should be incorporated into performance 598 

evaluation methods. 599 
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