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Abstract:

The present study aimed to identify and evaluate the effective factors contributing to the reduction of behavioral conflicts among information
technology employees and to develop a validated organizational conflict management model. This applied research adopted a sequential
exploratory mixed-methods design grounded in the pragmatic paradigm. In the qualitative phase, data were collected through semi-structured
interviews with 20 theoretical and executive experts in information technology organizations in Tehran, selected using purposive sampling
until theoretical saturation was achieved. Qualitative data were analyzed using thematic analysis through Maxqda-V18 software. In the
quantitative phase, the statistical population consisted of employees of IT companies in Tehran, from whom 254 participants were selected
using stratified random sampling. Data collection was conducted using a researcher-developed questionnaire. Validity was confirmed through
face, content, and construct validity, while reliability was verified using Cronbach’s alpha, composite reliability, and McDonald’s omega
coefficients. Quantitative data analysis included confirmatory factor analysis and one-sample t-tests conducted in SPSS-V27 and SmartPLS-
V3. The findings revealed that four principal factors—role conflict, excessive workload, differences in communication styles, and lack of a
coherent organizational structure—significantly influence the reduction or escalation of behavioral conflicts among employees. All factor
loadings exceeded 0.5 and t-values were greater than 2.58, confirming measurement model validity. Model fit indices demonstrated
satisfactory adequacy, with GOF equal to 0.507 and NFI equal to 0.957. Determination coefficients and predictive relevance indices further
indicated strong explanatory and predictive power of the proposed model regarding behavioral conflict management. The results indicate that
behavioral conflicts in IT organizations primarily originate from structural, occupational, and interactional organizational conditions rather
than individual employee characteristics; therefore, effective conflict reduction requires systematic managerial interventions focused on role
clarification, workload regulation, communication skill development, and coherent organizational structuring.
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Extended Summary

Introduction

Organizational conflict has become an inevitable phenomenon in contemporary workplaces characterized by rapid
technological change, knowledge-based activities, and complex interpersonal interactions. In modern organizations, especially
in information technology environments, employees operate within dynamic systems involving multidisciplinary collaboration,
high cognitive demands, tight deadlines, and continuous innovation pressures. These contextual conditions significantly
increase the likelihood of behavioral conflicts among employees. Rather than being viewed solely as dysfunctional, recent
organizational behavior perspectives recognize conflict as a multidimensional process capable of producing both constructive
and destructive outcomes depending on how it is managed (Boulanger & Chiarini, 2022).

Research increasingly emphasizes that organizational conflict originates not only from interpersonal differences but also
from structural, managerial, and environmental conditions embedded within organizations. Studies demonstrate that conflict
management strategies influence employee engagement, organizational trust, and productivity outcomes, highlighting the
strategic importance of understanding conflict antecedents rather than merely addressing its consequences (Saragih et al., 2024).
In knowledge-intensive sectors such as information technology, where collaborative problem solving and creativity are
essential, unmanaged behavioral conflicts may disrupt teamwork, reduce innovation capacity, and weaken organizational
performance (Irwan, 2024).

Workplace stressors have also been identified as major drivers of organizational conflict. High workload demands,
technological pressures, and work—family imbalance contribute to emotional exhaustion and interpersonal tension among
employees. Empirical evidence indicates that job stress mediates the relationship between work conflict and employee
performance, suggesting that organizational interventions must address underlying work conditions rather than individual
behaviors alone (Maryani & Gazali, 2024). Similarly, research on occupational health highlights that continuous exposure to
work stress reduces adaptability and increases vulnerability to conflict, particularly among younger professionals working in
fast-changing environments (Zhou & Zheng, 2022).

Leadership behavior represents another central factor shaping conflict dynamics. Exploitative or inconsistent leadership
practices can foster negligence, distrust, and resistance behaviors among employees, ultimately intensifying workplace conflict
(Asim et al., 2025). Conversely, organizational justice, empowerment, and participative management styles enhance motivation
and cooperation while mitigating destructive conflict outcomes (Suprapto & Widigdo, 2021).

Communication quality and cultural intelligence have likewise received growing scholarly attention. Organizations
characterized by diverse generational and cultural workforces require employees capable of interpreting differing
communication styles and value systems. Cultural intelligence strengthens interpersonal understanding and contributes to
organizational trust formation, thereby reducing relational conflict among employees (Larijani & Bozorgpour, 2024). Effective
internal communication has been shown to significantly enhance job satisfaction and collaboration within creative and

technology-driven industries (Ginting et al., 2024).
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Technological transformation further reshapes conflict patterns. The integration of artificial intelligence and digital work
systems alters employee roles, decision processes, and power relations, generating new forms of workplace disputes and
requiring updated conflict management approaches (Kalluri, 2025). Simultaneously, digital connectivity intensifies work—
family interference and psychological strain, which can indirectly trigger behavioral conflicts (Wang et al., 2021).

From a positive organizational perspective, conflict may also stimulate creativity and innovation when appropriately
managed. Research shows that creativity interacts with competitive climate conditions, producing both beneficial and harmful
consequences depending on organizational support mechanisms (Fousiani et al., 2025). Moreover, conflict management
competence has been associated with improved creativity, reduced job stress, and enhanced employee performance outcomes
(Rezatelab, 2023).

Human resource practices such as career planning and structured conflict resolution training further contribute to preventing
persistent workplace conflicts by clarifying expectations and strengthening professional development pathways (Adniyah et
al., 2024). Additionally, social support systems and work—life balance initiatives reduce conflict spillover effects and improve
employee well-being and performance (Salari et al., 2020).

Despite the expanding literature on organizational conflict, limited empirical research has focused specifically on identifying
integrated factors that reduce behavioral conflicts among information technology employees. Given the increasing reliance on
IT professionals as strategic organizational assets, understanding the structural and behavioral determinants of conflict
reduction remains an important research priority. Therefore, the present study aimed to identify and evaluate the effective
factors contributing to the reduction of behavioral conflicts among employees working in the information technology sector.

Methods and Materials

The study adopted an applied research design using a sequential exploratory mixed-methods approach grounded in a
pragmatic paradigm. The qualitative phase was conducted first to explore underlying dimensions of behavioral conflict
reduction. Semi-structured interviews were conducted with theoretical experts, including university academics, and practical
experts consisting of senior managers and specialists working in information technology organizations. Participants were
selected through purposive sampling based on expertise and professional experience until theoretical saturation was achieved.

Qualitative data were analyzed using thematic content analysis. Interview transcripts were coded systematically, and
emerging concepts were categorized into higher-order themes representing factors influencing behavioral conflict reduction.
The qualitative results were used to develop a conceptual model and construct measurement indicators.

In the quantitative phase, the statistical population included employees of information technology companies. A stratified
random sampling technique was applied to ensure representation across organizational roles and demographic characteristics.
Data were collected through a researcher-developed questionnaire derived from qualitative findings.

Instrument validity was examined using face validity, content validity, and construct validity procedures. Reliability was
assessed through internal consistency measures. Quantitative data analysis involved descriptive statistics, confirmatory factor
analysis, and structural model evaluation using specialized statistical software. Model adequacy was evaluated through
goodness-of-fit indices, predictive relevance indicators, and coefficient of determination values.

Findings

O
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Qualitative analysis resulted in the identification of four principal dimensions influencing the reduction of behavioral
conflicts among information technology employees: role conflict, excessive workload, differences in communication style, and
lack of a coherent organizational structure.

Role conflict emerged as a critical factor when job responsibilities were unclear, overlapping, or inconsistently defined.
Employees reported that ambiguity in task boundaries increased misunderstandings, competition over responsibilities, and
interpersonal tensions. The qualitative findings demonstrated that organizations lacking clear role allocation experienced more
frequent behavioral conflicts.

Excessive workload constituted another dominant factor. High project intensity, tight deadlines, and insufficient recovery
time contributed to emotional exhaustion and reduced tolerance toward colleagues. Employees facing simultaneous project
demands were more likely to interpret workplace interactions negatively, leading to escalation of conflict behaviors.

Differences in communication styles represented a major interpersonal source of conflict. Variations in direct versus indirect
communication, generational expectations, and cultural interpretations of professional behavior often resulted in
miscommunication. Employees highlighted that ineffective feedback systems and limited communication skills intensified
misunderstandings and relational tensions.

The absence of a coherent organizational structure was identified as a structural antecedent of behavioral conflict. Weak
managerial consistency, lack of standardized processes, unclear decision-making authority, and inadequate feedback
mechanisms contributed to uncertainty and reduced organizational trust.

Quantitative results supported the qualitative findings. Confirmatory factor analysis demonstrated acceptable factor loadings
for all constructs, confirming the validity of the measurement model. Statistical analysis indicated that communication style
differences and organizational structure variables had the highest mean scores among the identified factors. Distributional
analyses confirmed data normality, allowing parametric statistical testing.

Model evaluation revealed satisfactory goodness-of-fit indicators, indicating strong agreement between empirical data and
the proposed conceptual framework. Coefficient of determination values suggested moderate to strong explanatory power of
the model in predicting behavioral conflict outcomes. Predictive relevance indices demonstrated that the model possessed
adequate predictive capability for explaining variations in behavioral conflicts among IT employees.

Overall, empirical findings confirmed that behavioral conflicts are influenced by interconnected structural, occupational,
and interactional factors rather than isolated individual characteristics.

Discussion and Conclusion

The findings demonstrate that behavioral conflicts within information technology organizations are systemic phenomena
shaped by organizational design, work conditions, and communication dynamics. Conflict does not emerge randomly; instead,
it reflects deeper organizational processes related to role clarity, workload management, interpersonal interaction, and structural
governance.

The prominence of role conflict highlights the importance of job design and responsibility clarification. When employees
lack clear expectations, uncertainty generates competition and defensive behavior patterns that intensify conflict. Organizations
must therefore treat role clarity as a preventive conflict management strategy rather than a purely administrative concern.

Workload pressure emerged as a central driver of behavioral conflict, indicating that emotional and cognitive resources

significantly influence interpersonal relations at work. Excessive demands reduce employees’ psychological resilience,
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increasing sensitivity to disagreement and accelerating escalation processes. Effective conflict reduction thus requires balancing
productivity expectations with sustainable work practices.

Communication differences constituted a major relational dimension of conflict. Modern technology organizations bring
together individuals with diverse educational backgrounds, cultural perspectives, and generational identities. Without
structured communication norms and feedback systems, these differences easily transform into relational misunderstandings.
Enhancing communication competence and creating psychologically safe dialogue environments can convert potential conflict
into constructive collaboration.

The study also highlights the critical role of organizational structure. Transparent decision processes, consistent leadership
practices, and clearly defined communication channels function as stabilizing mechanisms that prevent conflicts from
becoming destructive. Organizational coherence fosters trust, and trust acts as a buffer against escalation of disagreements.

Importantly, the findings support the contemporary view that conflict should not be eliminated entirely. Moderate and well-
managed conflict can stimulate creativity, encourage critical thinking, and strengthen collective problem solving. The challenge
for organizations lies not in suppressing disagreement but in designing systems capable of channeling conflict toward
productive outcomes.

From a managerial perspective, conflict reduction requires a holistic approach integrating human resource practices,
leadership development, organizational design, and employee well-being initiatives. Preventive strategies—such as clarifying
roles, regulating workload, promoting communication competence, and strengthening organizational structures—appear more
effective than reactive interventions after conflicts have already intensified.

In conclusion, the study provides an integrated empirical model explaining behavioral conflict reduction among information
technology employees. The results demonstrate that sustainable conflict management depends on aligning structural,
occupational, and relational factors within organizations. By adopting systemic and proactive approaches, organizations can
transform behavioral conflict from a source of disruption into a catalyst for organizational learning, innovation, and long-term

performance improvement.
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