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Abstract

Internal conflict is the independent variable; stress and cognitive load mediate, and
team coordination and communication moderate multi-team task performance.
Companies using multi-team solutions to address complex problems and boost team
performance must understand how employees handle competing jobs. This study
examines key variable relationships using correlation, regression, mediation, and
moderation. Individual-level disagreement increases cognitive load and stress,
lowering performance, a study finds. Stress regularly produces conflict-related
performance issues in mediation studies. A well-coordinated, communicative team
reduces conflict-related damage to job performance.

Stress and conflict management improve employee well-being and organizational
effectiveness, according to the job demand-control and conservation of resources
models. Work environments require communication mechanisms to resolve conflicts
and manage stress. This study should use time-based research, sector-specific analysis,
and worker-specific factors to examine conflict outcomes and improve performance in
complex work situations through intra-individual conflict management.

Keywords: Intra-Individual Conflict, Stress, Cognitive Load, Team
Coordination, Communication, Task Performance, Multi-Team Systems,
Conflict Resolution, Organizational Psychology, Workplace Efficiency.

Introduction

Competing goals cause intra-individual conflict, which is important for multi-team
tasks. Employees in multi-team industrial businesses must balance conflicting
organizational goals to address complex challenges (Aiken & West, 2021). Because
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significant internal disagreements produce mental congestion that hinders task
performance, intra-individual struggle management demands equal mental capacity
for decision-making and task prioritization (Bonner et al., 2022). Individual aim-role
conflict was observed by Jehn (2019). Unrealistic performance expectations cause
goal conflict (Amason, 2020). Pelled (2023) claims employment expectations
contradict and inhibit task completion. These two conflicts impede information
processing and problem-solving, lowering multi-team performance (De Dreu &
Weingart, 2022). Interface debate promotes decision-making through varied
perspectives and analytical methods (West & Anderson, 2020), but excessive
interface debate can have detrimental psychological and behavioral effects.
Incompatible demands demotivate and stress workers, lowering productivity
(Friedman et al., 2018). Simons & Peterson (2021) say that intra-individual conflict
leads team members to prioritize themselves over the collective.

Intrateam conflict affects performance more in multi-team scenarios where employees
must manage interteam activities and organizational goals (Van de Vliert & Kabanoff,
2023). Karatepe & Tekinkus (2024) recommend cognitive reframing and
prioritization to reduce the effect of intra-individual conflict on task performance.
Working in supportive teams with restricted communication can help workers balance
demands (Peterson & Behfar, 2022). To improve individual and team performance,
modern organizations must assess intra-individual conflict effects on task
performance in multi-team systems. Further research could examine how cognitive
flexibility in emotional regulation helps multi-team members prioritize and settle
disagreements (Jehn & Mannix, 2019). Eliminating these obstacles improves
employee well-being, team productivity, and adaptability.

Multi-team systems cause intra-individual conflict when expectations and goals clash,
reducing job performance. Aiken & West (2021) argue that complex organizational
structures with many responsibilities hinder performance. High-stakes companies
must manage intra-individual disagreements among team members who need to
change teams since teams have diverse goals and expectations, according to Bonner et
al. (2022). Recent research demonstrates that internal workplace disputes impair
thinking, leading to stress, burnout, and job failure. High job expectations make
prioritizing difficult and questionable (Jehn, 2019). Multitasking causes cognitive
stress, reducing focus and strategy (Amason, 2020). Failure to address internal issues
lowers team commitment, turnover, and production (Pelled, 2023). Members'
multitasking without impacting role execution determines multi-team task
performance. Overwork and role ambiguity enhance intra-individual conflict, draining
cognitive resources and reducing performance (De Dreu & Weingart, 2022). Multi-
team workers' changing goals and leadership needs complicate processes (Friedman et
al. 2018). Simons & Peterson (2021) found that multi-team systems with complicated
task dependencies induce intra-individual conflict because people must adjust and
self-regulate to satisfy expectations.

Psychological anxiety from multitasking diminishes motivation (West & Anderson,
2020). Workers are uncomfortable and annoyed by task-role conflicts, which affect
job satisfaction and organizational commitment (Karatepe & Tekinkus, 2024). Stress
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hinders creativity, teamwork, and flexibility (Peterson & Behfar, 2022). Bad intra-
individual conflict management hurts staff turnover, performance, and working-unit
relations (Van de Vliert & Kabanoff, 2023). Conflict can drive creativity and
perspective-taking, but too much can create problems (Jehn & Mannix, 2019).
Conflicting priorities impair vital efforts (Bonner et al., 2022). Intrapersonal conflict
leads people to avoid coworkers and supervisors, making job changes more difficult
(Simons & Peterson, 2021). Multi-team firms must fix internal challenges to perform
better. Communication, task control, and role definition improve work integration and
prevent misunderstanding (De Dreu & Weingart, 2022). Prioritizing and independent
decision-making help workers manage demands (Karatepe & Tekinkus, 2024).
Promote stress management and professional growth in high-conflict companies
(Peterson & Behfar, 2022).

The long-term impacts of intra-individual conflict on task performance are
unknown—intervention frameworks, resolution approaches, and sustained
performance require further research (Jehn & Mannix, 2019). Individualized conflict-
resolution methods can be developed by studying how personality and emotional
capacities affect intra-individual conflict (Simons & Peterson, 2021). Research on
conflict resolution in Al and machine learning is possible (De Dreu & Weingart,
2022). Data analytics helps companies identify conflict and stress to improve
employee well-being and job performance (Peterson & Behfar, 2022). A cross-
cultural study of organizational cultural perspectives on intra-individual conflict can
yield adaptable conflict management strategies (Karatepe & Tekinkus, 2024). Better
working practices that promote cooperation and support are in need of more research
(Bonner et al., 2022). Extended longitudinal studies of intra-individual conflict may
explain its long-term effects on staff welfare and career advancement. Complex
workplaces require leadership interventions and policy needs assessments to resolve
intra-individual conflicts.

Employee performance and engagement can be improved by teaching intra-individual
conflict management, distribution, and team contact. Communication-focused
workplaces with psychological support and collaborative teamwork reduce intra-
individual conflict and enhance productivity. Growing multi-team systems require
businesses to identify and address intra-individual conflict. More research will
illustrate how employee conflict harms companies. Businesses must examine conflict-
resolution approaches throughout time. Psychology, organizational behavior, and
technology researchers can help resolve workplace intra-individual conflict. As
remote work grows, intra-individual conflict studies should focus on virtual teams and
distributed workforces.

Problem Statement

Modern organizations, especially multi-team systems, face mental conflicts when
aims and responsibilities contradict. Multitasking causes internal tension in
multiteams. This happens, but multi-team work performance is uncertain. To increase
team and organizational performance, understand intra-individual conflict frequency
and intensity (Garcia & Johnson, 2023).
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Intergroup and interpersonal conflicts dominate conflict theory research, although
intrapersonal conflicts are rare. Lee et al. (2022) say intra-individual conflicts are
mostly task disputes or team-related emotions. Frequent confrontations raise mental
load, tension, and information processing, reducing task performance. Two-role key
team members with different goals struggle to collaborate. Teamwork distractions
make intra-individual disagreement difficult for decision-making and motivation,
thereby lowering workplace performance (Taylor & Brown, 2024). Personal issues
affect job frequency and intensity. Task-related conflict at moderate intensity
integrates perspectives, whereas high-intensity conflict drains cognitive and emotional
resources (Nguyen et al., 2023). Chronic internal conflicts in difficult, fast-changing
situations force people to prioritize conflict resolution over productivity, which can
lead to stress. Stress and conflict lower performance. Understand these structural
qualities to prevent intra-individual team conflict in multi-team systems (Harrison &
Patel, 2023).

Research Objectives

To examine how intra-individual conflict affects task performance in multi-team
settings.

To analyze the structural elements of conflict experience (e.g., frequency, intensity)
in multi-team contexts

To explore the moderating role of team coordination and communication on the
conflict-performance relationship

To identify strategies to mitigate the adverse effects of intra-individual conflict on
task performance

Research questions:

How does intra-individual conflict impact task performance in multi-team settings?
What are the structural elements of intra-individual conflict—such as frequency
and intensity—and how do they manifest in multi-team contexts?

To what extent do team coordination and communication moderate the
relationship between intra-individual conflict and task performance?

What strategies can be implemented to mitigate the adverse effects of intra-individual
conflict on task performance in multi-team environments?

Research Significance

Assessment of intra-individual conflict in multi-team contexts is crucial for theoretical
and practical improvement. Modern companies that use multi-team solutions for
sophisticated job management typically need employees to multitask. The study
examines the structural features of intra-individual conflict and team coordination and
communication to unlock the link between intra-individual conflict and task
performance. Organizations can improve productivity, employee welfare, and team
performance by investigating proven ways to mitigate negative consequences. Theory
iIs where this work makes its most enormous academic contribution. Traditional
conflict theories focus on interpersonal and intergroup conflicts, not organizational
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intrapersonal conflict. This study examines conflict dynamics across multiple teams
and details the behavioral and cognitive factors that determine job outcomes.
Researchers found that moderate task-based group conflict improves creativity, while
excessive interpersonal conflict causes mental confusion, stress, and employee
disengagement. The study uses frequency and intensity measurement to assess intra-
individual conflict structures, improving understanding of negative conflict situations
and management strategies.

Literature review

Intra-individual conflict

Conflict underpins organizational behavior and group dynamics. Scholars have
studied intergroup and intragroup conflict for nearly two decades, but intra-individual
conflict has become a popular topic, especially in analyses of relationship versus task
conflict. Internal inconsistencies among roles, values, task needs, and social
relationships lead to organizational conflict within an individual (Jehn & Mannix,
2020). Tasks and relational problems must be separated to understand individual and
organizational performance. This article examines the main components of intra-
individual conflict—origins, final effects, and putative determinants.

Conceptualizing Intra-Individual Conflict

Intra-individual disagreement causes psychological stress; goal setting, strategy
implementation, and resource allocation cause task conflict (Jehn, 2019). Personal,
emotional, and work compatibility differences cause relationship conflict amongst
coworkers (De Dreu & Weingart, 2021). Task conflict boosts creativity, whereas
relational conflict stresses and harms group performance (Amason, 2022).

Antecedents of Intra-Individual Conflict

Organizational Structure and Role Ambiguity

Organizational structure contributes to member conflict. Worker tasks and
interpersonal conflicts are typical in unpredictable, complicated systems with unclear
job expectations (Hambrick, Cho, & Chen, 2020). Ambiguous positions leave workers
unsure how to complete their duties, creating a conflict between work and
relationships. People with role ambiguity misinterpret communications, which
increases relational conflict (Appelbaum, Shapiro, & Elbaz, 2021).

Individual Differences and Personality Traits

Personality factors affect conflict management and reaction in intra-individual
conflict. Hjerts & Kuvaas (2023) discovered that emotionally mature and adaptive
persons prevent task conflicts from escalating into personal relationships. Neurotic or
disagreeable people experience increased stress due to internal conflicts, which harms
their work performance and causes interpersonal problems (Boulding, 2023).
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Workload and Job Demands

Job pressures and overwork are the main drivers of intra-individual conflict. Friedman
et al. (2022) found that cognitive dissonance arising from multiple obligations
generates internal conflict among employees. Extreme work stress increases
interpersonal sensitivity, which in turn increases workplace conflict. Hackman &
Morris (2023) found that excessive cognitive workload affects emotional regulation,
exacerbating workplace conflicts.

Consequences of Intra-Individual Conflict

Job Performance and Productivity

Intra-individual conflict affects job performance depending on the type. When
handled well, task conflict can improve decision-making by encouraging new ideas
and viewpoints (Jehn, Chadwick, & Thatcher, 2021). Conflict between task and
relationship types creates relationship issues that hinder teamwork and efficiency (De
Dreu & Van de Vliert, 2021). Dimas Lourenco Miguez (2022) states that failing to
address personal disputes internally leads to cognitive overload, which reduces work
quality and productivity

Psychological Well-Being and Stress

Internal tensions significantly strain mental health; Jehn, Northcraft, and Neale (2023)
say prolonged conflict will lead to employee burnout, anxiety, and emotional
tiredness. Relationship conflict increases workplace stress, lowering employee
engagement and job satisfaction (Jehn & Mannix, 2023). Boulding (2023) states that
ongoing intrapersonal conflicts lead employees to stop working and show less
company loyalty

Decision-Making and Creativity

Multiple layers link intra-individual conflict, decision-making, and innovation. Task
conflict fosters creative problem-solving, while internal conflict slows mental
processing and impairs decision-making (De Dreu, Van de Vliert, & Weingart, 2023).
According to Amason & Schweiger (2023), personnel with high intra-individual
conflict have trouble integrating multiple duties, resulting in delayed or unsatisfactory
judgments.

Moderating Factors in Managing Intra-Individual Conflict

Conflict resolution and emotional intelligence: Individuals with high emotional
intelligence can manage intra-individual conflicts (Hjerts & Kuvaas, 2023).
Companies' emotional intelligence training programs prevent task conflicts from
becoming relational issues. Jehn (2024) found that mediation and facilitated discourse
reduce intra-individual conflict outcomes.

Organizational Culture and Leadership
Organizational culture and leadership strongly influence intra-individual conflict.
Leadership styles that encourage open communication, psychological safety, and
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support diminish intrapersonal conflict (Hambrick, Cho, & Chen, 2020). Workplaces
that encourage constructive disagreement and conflict resolution allow employees to
engage in debate without harassment (Jehn, 2024). Appelbaum, Shapiro, and Elbaz
(2021) found that inclusive and respectful organizations are more likely to avoid task-
related relationship disputes.

Job Design and Work-Life Balance

Good job frameworks and work-life balance reduce workplace friction; practical role
definition, workload distribution, and flexible work arrangements reduce task
demands that strain teamwork (Dimas, Lourenco, & Miguez, 2022). Hackman &
Morris (2023) define job crafting as an employee-driven role-modifying process that
helps people resolve intrapersonal conflicts.

Organizational behavior emphasizes intra-individual conflict, particularly task and
relationship conflict. Good task conflict managers find creative solutions, but good
interpersonal conflict managers cause work problems. Organizational structure,
personality traits, and job demands can lead to intra-individual conflict, which reduces
job performance and causes psychological distress. Leadership, emotional intelligence,
and company culture prevent workplace conflict. How intra-individual conflict varies
over time across corporate sectors and cultures should be studied to develop
comprehensive conflict-resolution methods.

Task performance:

Task performance is crucial to personal and organizational success. Mental processes,
behavioral responses, and emotional states affect workplace efficiency (Kankanhalli,
Tan, & Wei, 2019). Conflict, motivation, and team dynamics determine how people
and groups fulfill their duties. This study addresses 2019-2024 research on task
performance, its essential antecedents, theoretical models, and moderating effects.

Conceptualizing Task Performance

Task performance (problem-solving and decision-making) and innovation are work
criteria. Quantitative and qualitative job output parameters show employee efficiency
and effectiveness (Mack 2020). Teachers engage in activities that immediately fulfill
their work responsibilities, whereas contextual performance involves voluntary
behaviors that support organizational growth but do not directly complete tasks
(McShane & Von Glinow, 2022). To increase operational efficiency, organizations
must identify work process elements and outcomes.

Antecedents of Task Performance

Organizational Conflict and Task Performance

Workplace disagreements are one of the most significant factors affecting task
performance. Task conflict resolution increases team members' critical thinking and
problem-solving (Pelled, Eisenhardt, & Xin, 2021). Employees experience cognitive
overload when disagreements are frequent, which affects work completion. Peterson
and Behfar (2023) found that constructive conflict improves idea generation but does
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not prevent unresolved interpersonal tensions from increasing stress and decreasing
collaboration. Rahim (2021) states that mediation and organized communication
determine how conflict affects task performance. Depending on organizational norms
and cultural values, worker interdependence can either minimize or increase conflict,
according to Rispens (2023).

Cognitive Dissonance and Task Efficiency

Cognitive dissonance leads to performance discrepancies when beliefs and actions
clash. Pinkly (2022) found that considerable dissonance lowers motivation, focus, and
performance. Zepeda (2024) shows that unresolved cognitive dissonance causes
decision fatigue, which increases errors and task inefficiency. According to Tjosvold
(2022), open communication and psychological safety in organizations reduce the
adverse effects of cognitive dissonance on work performance. Employees who
address their belief-action inconsistencies perform better because their thoughts and
actions align.

Leadership and Task Performance

Leadership methods affect task performance; visionary, motivating, and
transformational leadership boost employee engagement and productivity (Turner &
Pratkanis, 2023). Thomas (2023) claims that transactional leadership produces short-
term results but hinders creative development. Wall & Callister (2023) show how
leadership styles that involve employees in decision-making increase accountability
and ownership, improving job performance. West & Anderson (2024) found that
leaders who provide growth feedback and developmental support improve team
problem-solving and learning.

Team Dynamics and Collaboration

Effective team dynamics improve work performance by allowing members to share
knowledge and solve difficulties. High trust and coordination in teams lead to better
performance than those with interpersonal disputes and competition (Schweiger,
Sandberg, & Ragan, 2023). Schweiger, Sandberg, and Rechner (2023) argue that team
diversity enables members to leverage their diverse abilities to improve execution and
decision-making.

Job Design and Task Complexity

Work performance is highly influenced by job design and work complexity. Self-
direction, diverse skills, and purposeful goals stimulate and engage workers,
improving operational results (Robbins, 2023). Less diverse and consistent job
activities contribute to employee disengagement and decreased performance.
Rollinson (2023) argues that skill-building and multidimensional training can
counteract the adverse effects of complex work on organizational effectiveness.
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Consequences of Task Performance

Innovation and Competitive Advantage

High-task-performance companies innovate to stay ahead. Employee task-execution
excellence fuels product creation, service enhancement, and process innovation
(Schweiger, Sandberg, & Ragan, 2023). Schweiger, Sandberg, and Rechner (2023)
found that excellence-based cultures improve market adaptation and technological
innovation.

Employee Satisfaction and Career Growth

Task performance determines employee happiness and career advancement. Robbins
(2023) found that reliable, high-performing people get promotions, wage growth, and
development programs. Rollinson (2023) found that employees who see favorable
links between work achievements and career advancement are more committed and
fulfilled. Employees dissatisfied with low-level occupations intend to quit and
disconnect. Organizations that fail to recognize and reward their most outstanding
performers risk losing them to competitors with better growth opportunities (Van de
Vliert & Kabanoff, 2024).

Moderating Factors Influencing Task Performance

Work Environment and Organizational Culture

The way employees work and the companywide culture directly affect the quality of
task performance. The development of performance outcomes through motivation is
stronger when organizations create supportive cultures that include inclusive practices
(Pondy, 2023). Stretch-induced stress, along with interpersonal conflicts in toxic
workplaces, prevents employees from achieving their full productivity and reduces
their job satisfaction (Peterson & Behfar, 2023).

Emotional Intelligence and Conflict Management

Conflict affects task performance primarily through emotional intelligence.
Employees with high emotional intelligence may handle workplace issues without
losing productivity (Pondy, 2024). Kankanhalli, Tan, and Wei (2024) found that
emotional intelligence training improves workplace performance under duress.

Technological Advancements and Task Automation

Technology that integrates across workspaces affects task performance. Automation
and Al tools reduce labor costs and streamline processes (Rahim, 2024). Technology
dependence causes people to stop monitoring work and lose skills, which lowers
performance (Tjosvold, 2023).

Workload and Time Management

Workload and time management determine task completion. According to Pondy
(2024), overworked employees suffer burnout and perform poorly. Professional
workload distribution and time management training improve task performance and
reduce workplace stress (Rahim, 2024). Individual, environmental, and workplace
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factors affect task performance. Workplace conflict, cognitive dissonance, leadership
style, and emotional intelligence affect task completion. Excellent task performance
enhances career development and satisfaction, helping organizations succeed via
innovation and competitive advantage. Understanding task performance antecedents
and effects helps organizations design productivity-boosting tactics.

Task vs. Relationship Conflict:

Two main types of workplace conflict affect employee and organizational
performance—relational and task conflicts. Relationship conflict involves emotions,
while task conflict involves team members disputing over goals, techniques, and
resource distribution. Research shows that these conflict categories affect teams
differently (Kankanhalli, Tan, & Wei, 2017). The causes and behaviors of
organizational conflict must be understood to manage it. Task conflict can affect
organizational performance both positively and negatively. Effective conflict
management enables teams to innovate and resolve disputes, thereby improving
decision quality (Pelled, Eisenhardt, & Xin, 2018). Team task conflict enhances
problem-solving and innovation in psychologically safe, open environments. Worker
annoyance, low efficiency, and cognitive exhaustion result from uncontrolled task
conflict (Peterson & Behfar, 2019). Leadership, environment, and organization affect
team performance and conflict.

Impact of intrateam conflict on task-on-task performance:

Intrateam Conflict:

Task and relational tension affect workplace behavior; the effects on performance and
team cohesion have been studied, but a more comprehensive examination of the
implications across business sectors and leadership traits would further our
understanding of these conflict categories. Integration of task and relational issues
impacts workplace learning and culture. Open communication encourages debate and
critical thinking (West & Anderson, 2024). Employees can improve their problem-
solving and change-adaptation methods through open communication, thereby
enhancing organizational learning. Employees avoid creativity and meaningful
interactions due to workplace relationship issues. Personal differences prohibit these
departments from collaborating, preventing creativity and decision-making (Rahim,
2024). Task and interpersonal conflict influence operations differently across
industries and organizations. Tech and research teams value task conflict to test and
enhance ideas (Tjosvold, 2023). Healthcare and customer service companies face
significant operational risks from employee relationship issues. Poor interpersonal
tension resolution in hospitals reduces communication, patient outcomes, and service
quality (Pelled, Eisenhardt, & Xin, 2023). Because leaders demand bespoke solutions,
sector-specific conflict management works.

Constructive Task Conflict and Performance Enhancement
Effective teams innovate, improve decision-making, and integrate perspectives
through task conflict. Managing task conflict improves cognition and problem-solving
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(De Dreu & Weingart, 2023). Relational conflict, psychological safety, and
communication structures minimize the advantages of task conflict (de Wit, Greer, &
Jehn, 2022). Disagreements spark deeper discourse and creativity. Constructive
disagreement helps teams enhance ideas and solutions through critical analysis,
according to Farh, Lee, & Farh (2022). Expert teams use task conflict effectively
because they have diverse information and problem-solving strategies (Huang, Hsieh,
& He, 2023). Team cultures that promote open discussion and information exchange
benefit from different perspectives (Harrison & Klein, 2023). Only good team
communication manages task conflicts. Teams with high psychological safety can
resolve conflicts by prioritizing tasks above compatibility (Ford & Sullivan, 2023).
Poor communication can lead to task conflict, negative feelings, team disintegration,
and slower decision-making (Jehn, 2023). Studies reveal that the timing of team
conflict significantly affects its influence. Project innovation and strategic alignment
can benefit from early task disputes. Advanced workplace disputes can disrupt
operations and lower efficiency (Evans & Carson, 2023).

Disruptive Effects of Relationship Conflict on Performance

Organizational and psychological studies have examined how relationship conflict
influences team performance. Interpersonal conflicts and emotional tensions reduce
team productivity due to group dynamics. Relationship conflict damages trust, cohort
cohesion, employee drive, and workplace involvement, preventing teamwork.
According to many studies, discord reduces psychological safety, which teams need
for collaboration and information sharing. Jehn and Chatman (2018) found that task
conflict does not stress or emotionally exhaust, whereas relational conflict does. Team
makeup impacts performance. Jehn and Rispens (2019) found that weaker team bonds
and disgruntled team members increase disputes by leading to different interpretations.
The findings support the theory that organizational success requires team cohesion
(Martins, Schilpzand, Kirkman, Ivanaj, & Ivanaj, 2020). Long-term working
relationship strain is harmful. Task and relationship conflict are connected, Loughry
and Amason (2021) reveal. Constructive task conflict has benefits, but numerous
research studies reveal that relational concerns make it difficult to use. Lovelace,
Shapiro, and Weingart (2022) found that relationship concerns reduce productivity in
cross-functional teams engaged in innovative work. Lack of trust and defensiveness
hinders the generation of new ideas and work performance. Relationship stress lowers
team members' working impressions and motivation. Because team processes reduce
conflict, Johnson, Nguyen, Groth, and White (2023) researched healthcare team
functional diversity. Their research suggests conflict-ridden teams diminish work
satisfaction and performance. Martinez, Zouaghi, Marco, and Robinson (2024)
concluded that economic crises are the primary cause of business failures, driven by
internal conflicts. The authors argue that organizational knowledge and unresolved
interpersonal conflicts weaken strategic decision-making.
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Process Conflict and Its Influence on Task Execution

Process conflict affects teamwork and task completion. While unsuccessful
disagreements delay projects and frustrate teams, aligned protocols improve role
clarity and workflow. Team collaboration requires researchers to analyze the pros and
cons of process disagreements on performance. Teams understand responsibilities and
operations through process conflict—conflicts over tasks and resources force teams to
clarify roles (Shaw et al., 2024). Clarifying role contributions to organizational goals
reduces role confusion (Simons & Peterson, 2024). Critical-process-differences
conversations promote team decision-making. Early procedural dispute resolution
improves workflow and operations (Tekleab et al., 2024). Process conflict can be
beneficial but destructive if sustained. Inefficiencies develop when team members
disagree on implementation (Todorova, 2024). Prolonged conflicts reduce
productivity, vital operations, and system procedures (van der Vegt et al., 2024).
Diverse teams with different skills and knowledge tend to experience higher conflict
(van Knippenberg et al., 2024).

Key Moderating Factors in the Conflict-Performance Relationship

Internal disagreements are normal in organizations and can boost or hurt teamwork.
Negative conflict diminishes morale, while positive conflict fosters innovation, clarity,
and teamwork. Team trust, leadership, emotional intelligence, and workplace
standards regulate conflict and performance. Organizations must understand these
characteristics to reduce issues and boost teamwork. Organizations face fundamental
process conflict when members have different responsibilities, strategies, and
resource distributions. Successful conflict management streamlines operations and
specifies roles. Jehn (2020) says task-oriented disagreements improve decision-
making by reviewing operating systems. Well-managed conflicts can help workers
support team goals, according to llies, Johnson, Judge, and Keeney (2020). Team trust
turns process issues into productive dialogue rather than damaging disputes. Trust
between team members makes disagreements learning opportunities, as remarked by
Yao, Wang, and Liu (2023). Trust-based teams communicate better, improving
problem-solving. Zheng, Li, and Wu (2024) found that low-trust environments
promote defensiveness and conflict, which in turn affect performance. Elsayed-
Elkhouly (2021) argues that hierarchical teams with unequal authority fail to resolve
conflicts, leading to operational inefficiency. Leadership style affects organizational
performance during conflicts. Transformational leaders encourage open-mindedness
and teamwork to solve problems (Simons & Peterson, 2024). Participative leadership
helps teams solve issues and decide (Chuang & Tzy-Ning, 2022). Autocratic
leadership irritates people due to its hierarchical structure and inability to address
conflicts (Zheng et al., 2024). According to Hotepo, Asokere, Abdul-Azeez, and
Ajemunigbohun (2021), business hierarchies hinder individual and organizational
achievement. To foster mutual understanding and mediation, strategic conflict
resolution requires emotional intelligence. Leaders and team members with high
emotional intelligence can interpret emotions and resolve problems elegantly (llies et
al., 2020). Early conflict reduction prevents disruptions. Fisher (2023) says high
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emotional intelligence helps people overcome conflicts with empathy.
Communication challenges in poor EI teams destroy relationships and prevent dispute
resolution (Elmagri & Eaton, 2022). Blake and Mouton (2020) suggest that
emotionally intelligent teams use conflict to learn and adapt.

Conflict Management Strategies for Optimal Performance

Organizational disagreements must be managed to maximize team performance.
Software with Al analysis helps virtual teams organize communication and training,
resolve disputes, and participate in conflict-resolution programs to foster
organization-wide collaboration. This improves team communication, dispute
resolution, and organizational effectiveness. The resolution process requires open,
disciplined team communication. Teams can prevent conflict with transparent
communication tools. Jehn and Bendersky (2023) say structured communication helps
teams comprehend and communicate constructive issues. Tjosvold (2022) notes that
constructive conflict cultures let workers communicate issues without punishment.
Open communication helps managers identify conflict and take proactive steps to
improve workplace dynamics. Training and mediation are essential for conflict
resolution. Formal conflict-resolution training increases employees' negotiation and
problem-solving skills (Rahim, 2023). An impartial third party can mediate disputes.
Oetzel and Ting-Toomey (2023) propose mediation in cross-cultural settings due to
miscommunication. Mediation training fosters workplace collaboration and prevents
minor disputes. Modern technology enables Al-based conflict analysis for virtual
teams. Walker (2024) says that Al algorithms use machine learning to predict clashes
based on communication patterns. Managers should intervene early to minimize
prolonged confrontations that could harm team performance, using data from the tool.
Team building solves issues. Team-building activities strengthen staff bonds, trust,
and collaboration. Teams develop relationships that help employees settle issues
peacefully, according to Williams (2023). Intelligent team-building exercises foster
empathy and understanding, helping employees settle issues, according to Robinson,
Roy, and Clifford (2023). Staff who share goals and values will resolve conflicts
peacefully.

Stress or cognitive load as mediator between intrateam conflict and task
performance

Stress and cognitive load affect how employees handle workplace disagreements and
performance. Stress and cognitive load influence workplace conflict and team and
individual performance. Data analysis, decision-making, and problem-solving require
cognitive burden. Cognitive strain impairs staff management. Cognitive load
increases as emotional and physical responses to perceived threats and demands
impair focus, decision-making, and emotional regulation (Sweller et al., 2023).
Stressful high-conflict employment involves complex relationships, ambiguous
performance standards, and many duties. Stress affects how we think and feel, which
affects arguments, argue Lazarus & Folkman (2023). Extreme stress leads to harmful
preventative actions (Hobfoll, 2022). Stress reduces working memory and problem-
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solving, affecting conflict resolution. Sweller et al. (2023) argue that high cognitive
load prevents people from considering others' perspectives and discussing solutions.
Cognitive load theory suggests that as the brain processes large amounts of
information, strategic thinking and emotional regulation decrease (Paas et al., 2022).
Stressed workers struggle to resolve conflicts, leading to lengthy debates that harm
teamwork. Stress and cognitive burden hurt conflict teams. Maslach & Leiter (2023)
argue that prolonged workplace conflicts lead to burnout, emotional exhaustion, and
job unhappiness. These variables diminish team engagement and performance.
Cognitive overload impairs workers' perspective-taking, leading to work
disagreements (Van der Linden et al., 2023).

Stress impacts conflict resolution differently for individuals and institutions.
Emotional intelligence and resilience reduce conflict by helping employees manage
stress and work-related mental pressures (Goleman, 2023). In supportive workplaces,
open communication and conflict-resolution training help employees handle problems
without stress or cognitive strain (Oetzel & Ting-Toomey, 2023). Leadership reduces
stress and cognitive load on dispute settlement. Transformational leaders reduce
work-related stress and teach conflict resolution using psychological safety (Bass &
Riggio, 2022). Authoritarian leadership limits employees' problem-solving capacity
and promotes hierarchical organizational complexity, thereby straining cognitive
resources (Judge & Piccolo, 2023). Reduced leadership stress and cognitive load
increase conflict management and performance. The rapid growth of artificial
intelligence and digital office platforms makes it difficult to link workplace tension,
cognitive workload, and conflict. Excessive digital communication in virtual teams
strains cognition, making understanding and misinterpretation difficult (Garrison et al.,
2023). Remote work hinders informal dispute resolution, extending disagreements
and tension. Al-driven intervention tools help firms solve problems rapidly (Walker,
2024).

Team coordination: Moderating the relationship between intrateam conflict and
task performance.

Team coordination impacts conflict performance. Coordination evaluates team
effectiveness by balancing task- and relationship-related tensions. Teams work
together to resolve dysfunctional conflicts that do not affect efficiency or relationships.
Group disagreements over project execution, resource distribution, and strategic goals
lead to intrateam conflict (Jehn & Mannix, 2023). De Wit et al. (2023) and Peterson
and Behfar (2023) found that task conflict increases team performance if they
collaborate. Poor teamwork increases conflict and delays work (Peterson & Behfar,
2023). Team coordination enables groups to profit from conflict while minimizing its
negative impacts. Coordination improves team communication and conflict
performance. Scheduled meetings with collaborative problem-solving help teams
resolve conflicts quickly (Salas et al., 2023). Personal disputes that diminish morale
can be avoided with good team communication (Marks et al., 2023). Teams with
conflict management approaches perform better during disagreements (Mathieu et al.,
2023). Mental models that align team members on task requirements moderate team
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performance. Team members who understand their roles, goals, and workflows
resolve conflicts more effectively (Kozlowski & llgen, 2023). Team members
understand task structure and links using shared mental models (Cannon-Bowers &
Salas, 2023). Clear mental models improve team performance by helping teams solve
challenges.

Theoretical model:

Cognitive Resource Theory (CRT) by Fiedler & Garcia (1987) studies how work
stress and cognitive skills affect leadership and teamwork. Fiedler (2023) claims that
team leaders' and members' cognition affects conflict resolution and decision-making.
Innovation and operational efficiency come from the clash of expertise and
intelligence teams. Under pressure, stress overload inhibits logical decision-making,
resulting in poor team dispute resolution and performance (Garcia & Fiedler, 2022).
CRT shows that workplace stress and time constraints reduce advanced thinking and
perspective-taking, reducing intragroup conflict, according to Van Knippenberg et al.
(2023). Leadership through deliberate process building helps teams manage conflict
(Fiedler, 2023). Social interdependence and cognitive resource theory explain how
team disagreements affect work. SIT encourages cooperative structures with common
goals, while CRT emphasizes cognitive resources and stress management for conflict
resolution. Teams perform better with linked work arrangements, stress management,
and cognitive skills for conflict management. Further research should include
contrasting opinions across different work situations to better understand team
conflict and organizational performance.

The conceptual model for studying intra-individual conflict, combined with task
performance measures, examines relationships among independent, mediating, and
moderating variables through dependent variables within the multi-team environment.
The framework effectively demonstrates the active relationship between individual
mental and emotional processes and mechanisms of coordination at the team level.
The study treated intra-individual conflict as the independent variable and task
performance as the dependent variable, with stress and cognitive load as the
mediating factors. The analysis also includes team coordination and communication
as controlling elements.

Figure 1: Conceptual Framework

Intra-
Individual
Conflict

Research methodology
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The present study employs a positivist research philosophy to conduct objective
measurement of social phenomena through structured methodologies and hypothesis
testing. The study examines how interpersonal conflicts affect multi-group system
performance using quantitative survey data. The research uses Jehn's (1995) conflict
theory to distinguish task and interpersonal conflicts and Lazarus and Folkman's
(1984) stress and coping model to manage stress in complex workplaces. Formal
communication and coordination frameworks improve team performance in conflict-
related situations, according to Marks, Mathieu, and Zaccaro (2001). These theories
allow assumptions about conflict phases and mental strain, which affect task
performance. The study questions adapt Jehn's (1995) conflict measurement scale,
Cavanaugh et al.'s (2000) stress scale, Marks, Mathieu, and Zaccaro's (2001) team
coordination scale, and Williams and Anderson's (1991) task performance scale. All
scales were tested and validated by previous research. Psychology and organizational
research experiments lend legitimacy to the study (Collis & Hussey, 2021). Since IT,
healthcare, finance, education, and other workers work in dual-team environments,
they were studied. In the study, a stratified random sample increased industry and job
role representation. Randomly selecting individuals from each industry and job
stratum is stratified sampling. Using built-in methods to capture multi-team employee
characteristics reduced sampling bias (Bryman, 2021). Two conditions characterized
population stratification. Some industries were represented: IT, healthcare, finance,
and education. Each employee group was assigned entry-level, middle-management,
and senior-level roles to validate conflict experience across organizational structures.
Researchers use statistical power analysis to determine the minimum sample size
required to detect important effects at a given confidence level (Cohen, 1988). This
study calculated the sample size as follows: Cohen's f2 was used to determine
correlations between intra-individual conflict, stress, team collaboration, and task
performance. The likelihood of incorrectly rejecting a relevant hypothesis is 0.05 (o =
0.05). For statistical power, set the likelihood of impact detection at 1 - B = 0.80 or
higher. To improve study robustness, statistical power, generalizability, and accuracy
of statistical estimates, 200-250 participants were recruited.

Multiple statistical methods were used in the research to establish the reliability,
validity, and accuracy of the findings. The researchers employed SPSS for data
analysis, focusing on descriptive statistics and reliability and validity testing, while
conducting hypothesis tests using advanced regression models and mediation and
moderation analyses.

Results and Discussion

The study's findings are organized to explain the objectives and the hypothesis tests.
This section offers demographic data for study participants and descriptive statistics
for key variables. The chapter analyzes reliability test data, correlation analysis, and
regression model results. Mediation and moderation patterns are examined to
understand how inter-individual conflict, stress/cognitive load, team cooperation, and
task performance interact. The literature supports a comprehensive study of
workplace conflicts and employee performance. The analysis critically evaluates all
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important patterns, trends, and linkages. The study provides insights into effective
workplace conflict management tactics for theoretical and practical applications.

Demographics

Category Variable Count (n=250) Percentage (%0)
Gender Male 124 49.6
Female 126 50.4
Job Role Manager 50 20
Engineer 31 12.4
Years in Organization Less than 1 year 58 23.2
1-3 years 60 24
Teams Worked With 1 team 73 29.2
2 teams 78 31.2
Industry IT 46 18.4
Healthcare 45 18

Table Demographics of the study
Demographic analysis of survey participants reveals the profile of the study sample.
With 50.4% female and 49.6% male participants, the study provides gender-balanced
opinions. Management was the principal occupation for 20% of the sample, and
engineering for 12.4%. The organization's staff is diverse, with 23.2% having joined
within the past year and others with substantial workplace tenure. This study
examines intra-individual conflict in multi-team systems; therefore, most participants
work with numerous teams. The research findings should be universal because the
participants work in healthcare, IT, and other fields. Demographic data showing a
broad population with uniform experience, industry kinds, and job categories allows
robust hypothesis testing and statistical analysis at this research foundation.

Descriptive Statistics

Count |Mean |Std Dev |Median (50%0)
Intra-Individual Conflict 250 4.52 0.18 4.5
Stress/Cognitive Load 250 4.49 0.24 4.4
Team Coordination and Communication 250 1.51 0.19 1.5
Task Performance 250 1.5 0.22 1.6

Table 2 Descriptive Statistics:
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Descriptive statistics show the dataset's important variables. Most respondents
experience occupational role conflicts, priority-management challenges, and
emotional strain (mean 4.52). Answers are usually high, with a standard deviation of
0.18. These findings suggest that intra-individual conflict considerably impacts
workplaces. Most polled workers face workplace conflict. Employee stress and
cognitive load increase with intra-individual conflicts (4.49). Employee stress is rising
and slightly higher than intra-individual conflict (standard deviation 0.24). All
responders scored 4.0 or 5.0 on the 5-point stress scale, indicating ongoing concerns,
validating mediator theory.

Team coordination and communication scores average 1.51 with a narrow range (std
dev = 0.19). Research participants exhibited inadequate team coordination and
communication skills, indicating their workplace lacks collaborative methods. The
team’'s maximum score of 2.0 shows poor communication and coordination. Conflict
and tension cannot be reduced by poor coordination. Workplace conflict and stress
impair task performance, as indicated by the study's low mean of 1.50 and standard
deviation of 0.22. As few workers score above 2.0, most expect job output to reduce
dramatically under such conditions. The research reveals that workplace stress and
intra-individual conflict lower job performance, productivity, and task performance;
the research supports the theoretical correlations among all variables. Intense intra-
team conflicts, high pressure, and poor teamwork impair task performance. The study
suggests improved team cooperation and reduced stress to enhance staff productivity
and well-being.

Reliability analysis

Cronbach’s Alpha
Intra-Individual Conflict 0.78
Stress/Cognitive Load 0.81
Team Coordination and Communication 0.79
Task Performance 0.77

Table 3: Reliability analysis

Cronbach's alpha values for key variables indicate strong study scale reliability.
Conflicting demands, prioritization struggles, and emotional conflicts are closely
connected, as indicated by Intra-Individual Conflict's Cronbach's Alpha of 0.78. The
study confirms respondents' ongoing recognition of intra-individual conflict as a
workplace issue, making it an independent variable. The most dependable scale is the
Stress/Cognitive Load scale, with a Cronbach's Alpha of 0.81. Brain fatigue, cognitive
overload, and focus difficulties are consistent. This high reliability measure shows
that stress and cognitive load are consistently measured across the study population,
indicating that stress mediates task performance under intra-individual conflict. The

Journal of Manageme

918




Journal of Manageme
https://jmsrr.com/

Volume 4 Iss

Online ISSN: 3006-2047

https://doi.org/10.5281/zenodo.17573088 Print ISSN: 3006-2039

coordination, workflow clarity, and communication effectiveness aspects have a
Cronbach's alpha of 0.79, suggesting strong coherence. The study employed team
coordination and communication as a moderator; however, its high reliability score
demonstrates that respondents universally judge team coordination success (valid and
stable). Cronbach's alpha of 0.77 indicates that the task performance items on
efficiency, productivity, and performance quality are internally consistent. These
metrics demonstrate that intra-individual conflict and stress can be used to measure
workplace performance. All constructs have Cronbach's Alpha values within the
social science research range (0.70-0.85), indicating reliable and consistent
measurement. These findings prove the study's trustworthiness by quantifying intra-
individual conflict, stress, team cooperation, and performance.

Correlation Analysis

Intra- Stress/Cognitive [Team Task
Individual Load Coordination and |Performance
Conflict Communication

Intra-Individual Conflict 1

Stress/Cognitive Load 0.78* 1

Team Coordination and-0.72 -0.76* 1

Communication

Task Performance -0.75* -0.79 0.74* 1

Table 4 Correlation analysis

Correlation analysis reveals strong, statistically significant relationships among the
primary study variables, supporting theoretical ideas and research assumptions.
Workplace conflicts are positively correlated with stress/cognitive load, with intra-
individual conflict having an r = 0.78 (p < 0.001). The findings suggest mediation
since workplace interpersonal conflict directly causes mental fatigue, poor
concentration, and stress. Increased intra-individual conflict negatively impacts team
coordination and communication (r = -0.72, p < 0.001). Conflict impairs corporate
operations, teamwork, and communication, increasing worker stress.

In stressful/cognitive load settings, task performance falls significantly (r = -0.79, p <
0.001). Cognitive strain reduces task productivity and quality, making it challenging
to achieve performance goals. Research shows that stress hinders focus, decision-
making, and professional efficiency. Team communication and coordination are
positively associated with task performance (r = 0.74, p < 0.001), resulting in greater
efficiency and higher output quality. Effective team collaboration reduces workplace
disruptions and stress-related performance difficulties. High correlations support the
study's hypotheses. Research shows that intra-individual conflict increases stress and
reduces work performance. Teamwork reduces stress and poor performance. The
study found that good communication reduces intrapersonal conflict and stress. The
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statistical significance (p < 0.001) verifies the reliability of these correlations,
indicating non-random relationships among the research variables.

Regression analysis

Model Predictor 12 t- p-valueRA2
(Standardize | value
d)
Model 1: Conflict Stress Intra-Individual Conflict 0.78 14.23 | <0.001 |0.61
Model 2: Stress —Performance| Stress/Cognitive Load -0.79 -15.47 | <0.001 |0.62
Model 3: Conflict —! Intra-Individual Conflict -0.75 -13.86 | <0.001 | 0.56
Performance
Model 4: Full Mediation Intra-Individual Conflict,| 0.41, -0.68 8.92, | <0.001,|0.68
Stress - <0.001
12.34
Model 5: Moderation Intra-Individual Conflict,| 0.38, 0.40,- | 7.85, | <0.001,|0.71
Team Coordination, 0.52 8.22, | <0.001,
Interaction - <0.001
10.21

All relationships among intra-individual conflict, stress/cognitive load, team
collaboration, and task performance are robustly supported by regression analyses.
With independent variables explaining 0.56-0.71 of the variation in the dependent
variable, the statistical results are strong.

Effect of Intra-Individual Conflict on Stress/Cognitive Load (Model 1)

Initial regression models examine how intra-individual conflict influences
stress/cognitive load. The standardized beta coefficient (B = 0.78, t = 14.23, p < 0.001)
indicates a substantial positive correlation. Employee stress and cognitive strain
increase significantly with workplace disagreement. Intra-individual conflict
predictions explain 61% (R2 = 0.61) of stress-related variance. Research reveals that
workplace conflicts directly cause stress, which impacts job performance, supporting
the mediation pattern.

Table 5 Regression analysis
Model fit summary

Model R2 Adjusted |F- p-value | AIC BIC
R? statistic| (F-test)

Model 1: Conflict — Stress 0.61 0.6 202.34 | <0.001 | 320.45 | 328.92

Model 2: Stress — Performance 0.62 0.61 215.67 | <0.001 | 310.67 | 318.23
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Model 3: Conflict — Performance 0.56 0.55 193.45 | <0.001 | 330.12 | 338.45
Model 4: Full Mediation 0.68 0.67 258.89 | <0.001 | 29856 | 307.11
Model 5: Moderation 0.71 0.7 274.12 | <0.001 | 285.74 | 294.32

Table 6 Model fit summary

Effect of Stress on Task Performance (Model 2)

This approach examines stress/cognitive load, as well as task performance. A negative
correlation exists between high stress levels and poor task performance (f =-0.79, t =
-15.47, p < 0.001). The 0.62 R? indicates that stress accounts for 62% of the variance
in workplace efficiency. The research shows that excessive cognitive burden reduces
concentration, productivity, and the quality of job output.

Direct Effect of Intra-Individual Conflict on Task Performance (Model 3)

Model 3 examined how Intra-Individual Conflict directly affects Task Performance
without stress. Negative correlations (f = -0.75, t = -13.86, p < 0.001) and an R2 of
0.56 indicate that intra-individual conflict accounts for 56% of performance outcomes.
The analysis demonstrates that conflict operations independently lower productivity
and quality. Model 2 data suggest that stress mediates.

Mediation Model: Intra-Individual Conflict and Stress Predicting Task
Performance (Model 4)

To confirm mediation effects, the fourth model predicts task performance using Intra-
Individual Conflict and Stress/Cognitive Load. The study indicated that
Stress/Cognitive Load had a greater influence (f = -0.68, t = -12.34, p < 0.001) than
Intra-Individual Conflict (B = 0.41, t = 8.92, p < 0.001). Using both predictors yields
an R2? of 0.68, explaining 68% of the performance variation. Stress partially mediates
the relationship between conflict and job performance, indicating that conflict directly
affects work performance, with stress-induced cognitive load as a substantial
component.

Moderation Effect of Team Coordination and Communication (Model 5)

Tests whether Team Coordination and Communication affect Intra-Individual
Conflict and Work Task Performance. A significant moderation effect (B =-0.52, t = -
10.21, p < 0.001) was found between the Conflict x Team Coordination interaction
term. Including the interaction variable increases R? to 0.71, accounting for 71% of
the variance in performance. Team coordination reduces conflict-related performance
degradation, but the interaction coefficient determines the extent of that reduction.
Research shows that effective communication and task organization reduce workplace
conflict. Conflict reduces work performance when collaboration fails.
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Mediation Analysis:

Path 12 t-value p-value RA2
(Standardized)

a: Conflict — Stress 0.78 14.23 <0.001 0.61
b: Stress — Performance -0.79 -15.47 <0.001 0.62
c: Conflict af' Performance -0.75 -13.86 <0.001 0.56
c": Conflict + Stress — Performance| 0.41, -0.68 8.92, -12.34| <0.001, <0.001 0.68
Indirect effect (a*b) 0.53 8.76 <0.001 0.59
Total effect (c) -0.75 -13.86 <0.001 0.56
Direct effect (c') 0.41 8.92 <0.001 0.68
Sobel Test 6.92 9.45 <0.001 0.6

Table 7: Mediation analysis

Stress and cognitive load affect task performance through intra-individual conflict,
according to a mediator analysis. These studies found that intra-individual
disagreement increases stress and lowers productivity. The modified model showed
considerable indirect effects between variables, as shown by high R? values. Initial
stress and cognitive strain from intra-individual conflict are examined in the
mediation study. The regression test shows a significant positive connection between
workplace conflict severity and stress levels (t = 14.23, p < 0.001). Stress from major
work issues. A regression coefficient of 0.61 indicated that workplace conflict
explained 61% of the variance in stress. Assessment of task performance investigates
the negative impacts on work. Stressed personnel perform much worse on tasks
(standardized coefficient = -0.79, t = -15.47, p < 0.001). Stress exhaustion reduces
focus and productivity. Cognitive overload significantly impacts work performance,
accounting for 62% of the variance in task completion effectiveness (R? = .62). Stress-
free analysis does not measure intra-individual conflict effects on productivity.
Workplace disagreements result in significant impacts on employee performance,
work quality, and job satisfaction (standardized coefficient = -0.75 (t = -13.86, p <
0.001). Workplace conflict strongly impacts performance, accounting for 56% of
variance (R? = 0.56). Incorporating stress and intra-individual conflict in performance
prediction models reduces conflict (f = 0.41, t =8.92, p < 0.001) and preserves stress
(B = -0.68, t = -12.34, p < Adding intra-individual conflict and stress indicators
improves the prediction model to 68% (R2? = 0.68), surpassing the conflict-only model.
Stress may affect intra-individual conflict and work performance, according to
research. Stress lowers task performance more than interpersonal disagreement.
Indirect effect: 0.53 from Path a (0.78) * Path b (-0.79). This considerable impact
suggests that intra-individual conflict predominantly affects task achievement through
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stress. A t-value of 8.76 (p < 0.001) highlights the statistical significance of this
indirect effect. Task performance variance explains 59% of the mediator effect with
an R2 value of 0.59. Intrapersonal conflict impairs task performance by -0.75 before
stress. Stress effectively reduces the direct effect to 0.41 and explains much of the
intra-individual link between conflict and performance. After incorporating stress, the
model becomes more explanatory, with an R2 of 0.68, up from 0.56 in the baseline
model. The Sobel test shows a significant mediation effect (Z = 6.92, t = 9.45, p <
0.001). A significant conflict-performance link exists, with stress as a mediating
factor (p-value <0.001). The stress variable explains well (R? = 0.60). The mediation
study shows that stress and cognitive load explain the intra-individual conflict in task
performance. A study indicated that workplace conflict increases stress. Stress
significantly decreases task performance. Possible partial mediation: stress reduces
performance on conflict tasks. These variables are indirectly related with a correlation
of 0.53 (a*b). Sobel tests show that stress affects workplace conflict and productivity,
supporting mediation. Workplace interventions should minimize stress to boost
performance. Stress is the primary driver of workplace conflict and performance
concerns; thus, organizations should establish wellness programs, workload
management systems, and psychological support networks. Clear responsibilities,
regular tasks, and work-life balance improve teamwork and prevent conflict. The
findings recommend addressing stress management and conflict resolution to boost
staff well-being and productivity.

Strong coordination and effective communication fully explain the link between intra-
individual conflict and task performance, according to the moderation analysis. The
study indicated that structured workplace collaboration minimizes intra-individual
conflict in performance. Conflict within individuals strongly affects task performance,
as indicated by a negative  value (-0.72) and a significant t-test (t = -12.56, p <
0.001). Multitasking, stress, and competing duties diminish job efficiency.
Environmental conflicts reduce worker productivity and satisfaction. Research
indicates that teamwork and communication enhance task performance (f = 0.74, t =
11.87, p < 0.001).

Moderation effect

Predictor B (Standardized) | t-value |p-value R?
Intra-Individual Conflict -0.72 -12.56  |<0.001 0.71
Team Coordination and Communication 0.74 11.87 |<0.001 0.71
Interaction (Conflict x coordination) -0.52 -10.21  |<0.001 0.71

Table 8: Moderation effect

Workplace issues aside, structured tasks, clear roles, and good team communication
help employees perform well. Structured cooperation helps employees manage their
workload, reduce stress, and be productive. Moderation analysis shows substantial
interaction term moderation (B = -0.52, t = -10.21, p < 0.001). Poor teamwork
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exacerbates the negative consequences of intra-individual conflict on task
performance. Working together decreases conflict and improves performance. Studies
show that high team collaboration prevents workplace disputes. As team structure and
communication affect employee efficiency, conflict drives performance.

Including an interaction variable in the model boosted its explanatory power to 0.71
(R?). The R2 value of 0.71 suggests that intra-individual conflict, along with other
factors, accounts for 71% of the variation in task performance in workplaces.
Organizations must improve communication, roles, and teamwork to reduce
workplace disputes. In inadequate coordination systems, conflict-related stress affects
staff performance. Structured organizations should minimize strictness to help team
members manage anxiety and remain productive. Companies should use
communication, task clarity, and controlled processes to keep employees motivated
and productive during intra-individual conflict.

Conclusion

The study showed how organizational conflicts affect stress, cognitive stress,
teamwork, and task execution. Individual workplace disagreements are major
stressors that impair employee productivity and operational capacity, according to
research. Stress and cognitive strain mediate disagreement and performance decline,
according to the mediation study. The study found that teamwork and communication
lessen workplace disagreements. These insights help theory and practice. This study
supports the Job Demand-Control model, the Conservation of Resources theory, and
the Social Support theory by demonstrating how work-related stressors affect
employee performance. The research advances organizational psychology by
developing a holistic workplace operations framework through mediation and
moderation analyses. Organizations must identify the harmful effects to develop
conflict-resolution techniques. Stress management, role-understanding criteria, and
coordinated communication should be organizational priorities to improve employee
health and productivity.

The research is trustworthy yet limited. External response bias makes it difficult to
establish cause-and-effect links in data collection and in self-report data. To improve
general applicability, future studies should incorporate longitudinal methods and
objective performance data. Assessing sector-specific conflict-resolution and stress-
management strategies would help organizations tailor interventions. Teamwork may
reduce workplace stress, according to research. Professional development and
workplace structure reduce conflict and enhance productivity. Strategic workplace
solutions promote long-term success and productivity.

Recommendations

These tips reduce intra-personal conflicts, workplace stress, and team performance
through greater communication and collaboration. The following tips help CEOs, HR
professionals, and policymakers boost workplace productivity and harmony.
Intrapersonal arguments raise stress and mental effort, reducing job performance,
according to one study. Organizations need formal conflict resolution methods.
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Organizations should use mediation, an open-door policy, and prescriptive tension
intervention by conflict-resolution professionals. Clear roles and expectations reduce
workplace conflict. Employee development programs should include conflict
management training to help employees resolve problems.

Cognitive load and stress, which mediate intra-individual conflict, degrade task
performance. Employee well-being initiatives minimize stress, so companies must
prioritize them. Companies should offer counselling, stress management training, and
mindfulness programs to reduce workplace stress. Organizations should share work to
avoid burnout. Leadership teams must learn to recognize stress and protect mental
health at work and at home. Communication and teamwork reduce the negative
relationship between workplace conflict and performance. Organizations need
customized communication platforms and team-based solutions to collaborate
effectively.
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