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Abstract 

Workplace stress and interpersonal/organisational conflict are pervasive and costly phenomena in 

modern organisations. This paper examines how stress and conflict manifest in the workplace, 

explores the inter‑relationship between them, and presents frameworks and strategies for managing 

both effectively through conflict resolution mechanisms and stress prevention approaches. Drawing 

on classic and literature, the paper maps mechanisms, reviews evidence linking conflict resolution 

practices and employee stress/health outcomes, identifies organisational practices for prevention 

and resolution, and offers implications for practitioners and future research. The analysis finds that 

constructive conflict resolution (via discussion and mutual problem‑solving) is linked to lower stress 

and better health outcomes, while unresolved conflict and poor stress management have negative 

organisational consequences. The paper ends with recommendations for creating a culture of 

dialogue, resilience and proactive stress prevention in organisations. 

Keywords: Workplace stress; conflict resolution; organisational conflict; employee health; stress 

management; mediation; organisational interventions. 

1. Introduction 

In today’s dynamic organisational environment characterised by rapid change, increasing workloads, 

role ambiguity, and greater inter‑dependence among employees, two inter‑linked issues stand out: 

workplace stress and conflict. Both represent major threats to employee well‑being, organisational 

productivity, and sustainable performance. For instance, unresolved conflict can intensify stress, 

worsen health outcomes and lead to turnover; similarly, chronic stress can trigger more frequent 

interpersonal frictions, communication breakdowns and conflict escalation. 

Given their prevalence and cost, effective management of workplace stress and conflict — not as 

isolated silos but as inter‑connected phenomena — is crucial. This paper investigates the 
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mechanisms linking conflict and stress, reviews research on how conflict resolution practices impact 

employee health and stress outcomes, and discusses organisational practices for managing stress 

and resolving conflict. The goal is to provide a conceptual and practical foundation for organisations 

seeking to build healthier, more resilient workplaces. 

The structure is as follows: Section 2 presents conceptual foundations of stress and conflict in the 

workplace; Section 3 explores mechanisms linking conflict and stress; Section 4 reviews empirical 

evidence on conflict resolution practices and stress/health outcomes; Section 5 discusses 

organisational strategies and interventions for managing stress and resolving conflict; Section 6 

outlines challenges and implications; Section 7 suggests directions for future research; Section 8 

concludes. 

2. Conceptual Foundations 

2.1 Workplace Stress 

Workplace stress refers to the psychological and physiological strain experienced by employees 

when job demands exceed their resources or capacity to cope. Classic models include the Job 

Demand–Control (JDC) model and the Job Demands‐Resources (JD‐R) model, which suggest that high 

demands plus low control (or insufficient resources) lead to strain, burnout and adverse outcomes. 

 The American Psychological Association notes that a stressful work environment can contribute to 

headaches, sleep disturbances, concentration difficulties, irritability and other health outcomes. 

 Thus, stress has an individual dimension (health, well‑being) and an organisational dimension 

(productivity, absenteeism, turnover). 

2.2 Organisational Conflict and Conflict Resolution 

Organisational conflict occurs when one party perceives that another party has—or is about to—

negatively affect matters they value. Conflict may be task‑based (differences over work content), 

relational (interpersonal friction) or process‑oriented (how work is done). Conflict is not inherently 

bad: when managed constructively (e.g., through debate or collaboration) it can foster learning and 

change; however, if poorly managed or suppressed, it becomes destructive, escalating stress, 

reducing morale and harming organisational health. 
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Conflict resolution refers to the methods and practices used by organisations (and individuals) to 

address conflict, mitigate its negative effects, and, ideally, transform it into productive outcomes. 

Resolution strategies might include discussion, mediation, arbitration, negotiation, problem‐solving, 

and systemic changes in work design or culture. 

2.3 The Link Between Stress and Conflict 

Conflict and stress are inter‑related. Conflict is a source of stress: unresolved conflicts consume 

emotional energy, produce tension, degrade relationships and reduce psychological safety. 

Conversely, high stress states can increase the likelihood of conflict: stressed employees may be 

more irritable, less patient, less effective at communication, and more prone to misunderstandings. 

Thus, conflict resolution mechanisms can serve as stress‑prevention or stress‑mitigation 

mechanisms. Understanding how conflict resolution practices affect stress (and vice‑versa) is key to 

managing both phenomena together. 

3. Mechanisms Linking Conflict Resolution and Stress 

3.1 Conflict as a Stressor 

Unmanaged or poorly managed conflict triggers stress responses. From the individual’s perspective, 

conflict may create feelings of threat, lack of control, unfairness, ambiguity, or relational insecurity. 

These states align with known stress triggers (high demand/low control, threats to identity or 

resources). For example, when differences are unresolved, the ambiguity and relational strain 

increase strain. Supporting this, a large‑scale study of employees in Swedish and Finnish plants 

found that workers who reported that differences were resolved via discussion were significantly 

less likely to report stress, poor general health, exhaustion or sickness absence compared to those 

reporting no attempt or authority‑based resolution. 

3.2 Resolution Method as Moderator of Stress Outcomes 

The method by which conflict is resolved influences stress outcomes. If resolution involves open 

discussion, collaboration and shared problem‑solving, it reduces uncertainty, restores relationships, 

and alleviates stress. In contrast, resolution by authority or suppression yields similar outcomes to 

no resolution, maintaining stress levels. (Hyde et al., 2006) 
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3.3 Stress and Conflict Escalation 

When stress remains high because conflict is unresolved, quality of communication declines, 

emotional regulation weakens, and more conflicts arise or escalate. Thus, a vicious cycle can occur: 

conflict → stress → more conflict → higher stress. Breaking this cycle requires timely conflict 

resolution and stress prevention strategies. 

3.4 Organisational Climate, Social Support and Resources 

Organisations with strong support structures, open communication channels and resources (e.g., 

mediation services, training) are better able to resolve conflict and reduce stress. The Job 

Demands‑Resources model (JD‑R) emphasises that adequate resources mitigate the effect of 

demands on strain. Thus, conflict resolution practices can be viewed as resources that buffer stress 

responses. 

3.5 Productive (constructive) vs Destructive Conflict 

Conflict is not uniformly negative. If managed skilfully, task‐related conflict can spur innovation, 

challenge assumptions, improve processes and reduce long‐term stress by eliminating bottlenecks or 

inefficiencies. But relational or unresolved conflict tends to degrade trust, increase emotional 

labour, and raise strain. From an organisational perspective, investing in constructive conflict 

resolution becomes part of stress management strategy. 

4. Empirical Evidence 

4.1 Conflict Resolution Practices and Employee Health/Stress 

Hyde, Jappinen, Theorell & Oxenstierna (2006) studied employees (N = 9,309) in Swedish and Finnish 

manufacturing plants and found that employees who reported that differences were resolved 

through discussion had significantly lower rates of stress, poor health, exhaustion and sickness 

absence compared to those reporting authority‐based or no attempt at resolution. 

 This evidence strongly supports the proposition that conflict resolution style matters for stress and 

health outcomes. 

4.2 Conflict and Stress Among Project Managers 
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Baqutayan, Tabrizi & Minavand (2014) in an international study of project managers found that 

conflict in organizations served to increase job stress, affecting both mental and physical well‑being, 

and thereby influencing performance. 

 They recommend managing conflict levels, promoting constructive conflict, and establishing 

rules/training for inefficiency. 

4.3 Conflict, Organisational Well‐being and Health 

Enehaug et al. (2009) studied a Norwegian NGO and found that both direct and indirect involvement 

in conflict was negatively associated with mental health, work ability and organisational well‑being. 

 This demonstrates organisational‐level consequences of unresolved conflict for both individuals and 

groups. 

4.4 Stress Management and Intervention Evidence 

Although the literature on stress management per se is broader, standard sources such as the APA’s 

guidance on coping with stress at work (2014) emphasise the need for multi‑level intervention: job 

design, social support, resource provision, and organisational culture. 

4.5 Summary of Evidence 

In sum, the empirical research consistently shows: 

● Conflict resolution by discussion/collaboration is linked to better health and lower stress 

outcomes. 

● Unresolved or authoritarian style conflict resolution is associated with higher stress, worse 

health, and organisational cost. 

● Conflict and stress are inter‑related, such that addressing one helps the other. 

● Organisational context (resources, culture, support) moderates these relationships. 

5. Organisational Strategies for Managing Workplace 

Stress & Conflict 

5.1 Establishing a Proactive Conflict Resolution Framework 
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Organisations should implement formal and informal mechanisms for resolving conflict before it 

escalates. Key elements include: 

● Encouraging open communication and discussion of differences. 

● Training managers in mediation, negotiation and problem‑solving skills (Shapiro, 2014) 

● Creating structures for peer mediation, conflict facilitation or coaching. 

● Ensuring that resolution is not simply top‑down (authority) but engages parties 

collaboratively. 

5.2 Creating a Supportive Organisational Climate and Social Support 

To reduce stress and help manage conflict, organisations can: 

● Provide resources (time, counselling, mental‑health support) to employees facing conflict or 

stress. 

● Encourage team cohesion, trust and psychological safety (so employees feel safe to raise 

issues). 

● Use job design to balance demands and resources (per JD‑R model) so that stress and 

conflict are less likely. 

5.3 Stress Prevention and Management Interventions 

Beyond conflict resolution, stress should be managed via multi‑level interventions: 

● Organisational: workload management, clarity of roles, supportive leadership, training in 

coping. 

● Team: peer support, debriefing sessions, conflict check‑ins, open forums. 

● Individual: stress management training (time management, relaxation, mindfulness), access 

to counselling. 

5.4 Integrating Conflict Resolution and Stress Management 

Because conflict and stress are linked, organisations should avoid silos. A combined approach 

includes: 

● Early detection of conflict or stress via surveys, feedback, monitoring absenteeism. 

http://www.skirec.org/
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● Rapid response teams or processes for conflict resolution that incorporate stress‑support 

services. 

● Metrics and monitoring: e.g., tracking resolution time, employee stress/health indicators, 

turnover/absenteeism rates. 

5.5 Leadership’s Role 

Leaders play a pivotal role: modelling collaborative resolution behaviours, showing empathy, 

providing resources, and creating a culture where voices are heard and conflict is seen as 

manageable rather than destructive. Leadership training in these domains is essential. 

6. Challenges and Implications 

6.1 Measurement and Attribution 

Measuring conflict resolution quality, stress, health outcomes and organisational impact is 

challenging. Many studies rely on self‑report and cross‑sectional designs, making causal inference 

weak. Future work needs longitudinal data and objective health/organisation metrics. 

6.2 Context and Culture 

Conflict resolution and stress experience are culturally and contextually bound. What works in one 

organisation/industry may not in another. Practitioners must tailor interventions to their specific 

organisational culture, national context and industry demands. 

6.3 Resource Constraints 

Implementing robust conflict resolution frameworks and stress prevention programmes requires 

resources — time, money, trained facilitators. Organisations with limited budgets may struggle. Yet 

the cost of unresolved conflict and stress (absenteeism, turnover, health claims) may be higher. 

6.4 Changing Mindsets 

If an organisation’s culture views conflict negatively (avoidance) or sees stress as inevitable, 

interventions will struggle. Culture change (promoting discussion, shared problem‑solving, 

psychological safety) takes time and sustained effort. 
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6.5 Integration across Levels 

Often, conflict resolution and stress management operate in separate HR/work‑health silos. 

Integrated strategies that align HR, health & safety, leadership and organisational development are 

more effective but harder to implement. 

7. Future Research Directions 

Given the state of the literature, future research should focus on: 

● Longitudinal studies tracking conflict resolution processes, stress levels, 

health/organisational outcomes. 

● Intervention research testing the effectiveness of integrated conflict/stress prevention 

programmes, especially in different cultural contexts. 

● Multilevel research exploring team‑, organisational‑ and individual‑level dynamics of 

conflict and stress, and the role of leadership/climate. 

● Objective outcome metrics, linking conflict resolution style to health claims, sickness 

absence, turnover, performance. 

● Cost‑benefit analyses of conflict/stress management programmes to build the business case 

for investment. 

● Typology of conflict: differentiating task vs relational vs process conflict, and how each 

interacts with stress and resolution methods. 

● Technology‑enabled practices: the role of digital dashboards, monitoring stress/conflict 

signals, virtual mediation platforms. 

8. Conclusion 

Workplace stress and conflict resolution are deeply interconnected challenges facing organisations. 

Conflict can serve as a major stressor if unchecked, and stress can fuel conflict escalation. The 

research evidence indicates that organisations that adopt constructive conflict resolution practices 

(open discussion, collaboration) and robust stress prevention frameworks create healthier, more 

resilient work environments. While challenges remain—measurement, resource constraints, cultural 

variation—the implications for practice are clear: establish mechanisms for early conflict resolution, 

integrate stress and conflict management, train leaders in collaborative problem solving, provide 
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resources and foster a psychological‑safe culture. For organisations aiming to thrive in complex 

environments, managing the interplay of conflict and stress is a strategic imperative rather than a 

reactive cost. 
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