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Workplace conflict has emerged as a growing concern that affects not 

only university harmony but also the psychological well-being of 

lecturers. however, many existing literatures research focuses on 

corporate employees, healthcare workers, or school teachers rather than 

university lecturers.   limited conceptual research exists regarding how 

workplace conflict influences lecturers’ psychological well-being and, 

university performance. This gap restricts universities’ ability to 

understand the interconnected effects of these TWO variables. 

Therefore, this research addresses this critical contextual and 

demographic gap.     This conceptual paper aims to provide a clearer 

picture of the psychological and university performance challenges in 

relation to workplace conflict in academia. Using a qualitative 

conceptual approach, this paper synthesises evidence from 40 clean 

peer-reviewed out of 80 publications published from 2000 to 2025  

subjected to several criterials. The literature was analysed thematically, 

focusing on two major areas: the effects of workplace conflict on 

lecturers psychological well-being and its implications for university 

performance. The findings indicate that workplace conflict functions as 

both a psychosocial stressor and emotional burden that contributes to 

stress, burnout, anxiety, emotional exhaustion, and reduced job 

satisfaction among lecturers. Declining psychological well-being 

subsequently weakens collegiality, limits collaboration, reduces 
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teaching effectiveness, and lowers research productivity. These effects 

collectively contributes to institutional effectiveness and performance. 

The significant contribution from this paper emphasises the importance 

of proactive conflict management, supportive leadership, and well-

being initiatives in fostering healthier academic environments and 

sustaining university excellence. The study also provides a conceptual 

foundation for future empirical research and institutional policy 

development. 
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Introduction  

 

Workplace conflict has become a critical concern issue in higher education institutions due to 

the growing complexity of academic roles and responsibilities. Today, lecturers are required to 

perform multiple responsibilities, including teaching, research, supervision, administrative 

duties, and marketing. They often work within high-pressure and high performance-driven 

environments. These tough demands frequently lead to interpersonal tensions, role ambiguity, 

communication breakdowns, and workload-related stress as describes by (Bano & Malik, 2022; 

Rahman, 2020). In this circumstances, unresolved conflict can create emotionally 

environments that weaken collegiality, disrupt collaboration, and reduce overall workplace 

harmony. Recent research has shown that persistent exposure to workplace conflict contributes 

to stress, emotional exhaustion, burnout, and declining job satisfaction among lecturers, which 

ultimately affects their psychological well-being as reported by (Hodgins et al., 2024). 

 

Literature research indicates that psychological well-being is essential for maintaining 

lecturers’ effectiveness, motivation, and engagement in higher education institutions. 

According to S. Pasamar et al., (2020), lecturers who experience positive psychological well-

being are more likely to perform better such as in teaching, more productive in research, and 

demonstrates high job commitment. In contrast, continuous workplace conflict may negatively 

influence lecturers’ psychological well-being, for instance, their emotions, concentration, self-

efficacy, and resilience. Report from research demonstrates that negative organisational 

environments are strongly associated with anxiety, burnout, emotional withdrawal, reduced 

morale, and increased turnover intention among academic staff as highlighted by (Namin et al., 

2022; Nielsen & Einarsen, 2012). When lecturer’s psychological well-being declining, it can 

significantly influence university productivity, and long-term performance. 
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This conceptual research paper uses a theoretical perspective to explore the effects of 

workplace conflict on lecturers’ psychological well-being and the implications for university 

performance. The discussion is guided by the Job Demands–Resources (JD-R) Model by 

Bakker and Demerouti (2017) and the updated perspective of Affective Events Theory (AET) 

proposed by Weiss and Beal (2005). The JD-R Model describes how high job demands such as 

workplace conflict impaired emotional and psychological condition, leading to strain and 

burnout, while AET model highlights how repeated negative workplace experiences trigger 

emotional responses that shape attitudes and behaviours at work. Through a conceptual 

synthesis of existing evidence, this paper aims to provide a clearer understanding of how 

workplace conflict affects lecturers’ psychological well-being and how these effects extend to 

overall university performance. 

 

Literature Study 

 

Today, academics who works at higher education institutions are always involved with multiple 

work, such as teaching, research, administrative duties, publication, supervision, high 

expectations, community engagement, and complex interpersonal interactions among 

academic staff.  In such working environment, conflict has emerged as a growing concern that 

affects not only university harmony but also the psychological well-being of lecturers as 

described by (S.K.Z. Badri 2019). These scenarios often create unhealthy work environment, 

for instance, tension, role ambiguity, workload imbalance, and communication breakdowns. 

Hence, these phenomenons has become more visible and difficult to manage effectively (Sood 

& Kour, 2023). 

 

In the university context, work conflict may arise from many sources such as interpersonal 

disagreements, unclear policies, unequal workload delegation, competition for promotion, and 

different expectations between academic staff and management. Such differences not only 

disrupt collegial relationships but also contribute to emotional strain and psychological distress 

among lecturers (Pu, et al. 2017). The past research has shown that unresolved workplace 

conflict is associated with stress, burnout, emotional exhaustion, reduced job satisfaction, and 

declining psychological well-being among academic staff (Pu et al., 2017; Rafsanjani et al., 

2020). Similarly, Sood and Kour (2023) reported that workplace incivility negatively affects 

the psychological well-being of higher education staffs.   

 

Meanwhile, the prolonged stress and emotional exhaustion may affect lecturers’ job 

performance such as maintain teaching quality, research engagement, innovation, and 

collaboration with colleagues (Preston et al. 2023). This situation can weaken academic 

performance, reduce their commitment, and contribute to absenteeism and turnover intention 

as reported by (Suárez Martel & Martín Santana, 2021). Furthermore, the negative 

psychological well-being demonstrates among lecturers may indirectly affect student learning 

experiences, university reputation, and the long-term sustainability. 

 

Although research on workplace conflict and psychological well-being topic have grown in 

recent years, however, many existing literatures research focuses on corporate employees, 

healthcare workers, or school teachers rather than university lecturers specifically. 

Furthermore, the study concerning workplace conflict within higher education as reported often 

focuses on leadership or job burnout, while limited attention has been given to understanding 

the broader implications for lecturers’ psychological well-being and university performance.  
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Thus, this study addresses this critical contextual and demographic gap by examining conflict 

dynamics specifically among university lecturers. Through synthesising existing evidence, this 

conceptual paper aims to provide a clearer picture of the psychological and university 

performance challenges in relation to workplace conflict in academia.  

 

Definition of Terms 

 

In this section, the discussion will be focusing on several conceptual and operational definition.  

Firstly, workplace conflict.   Workplace conflict refers to disagreements, tensions, or 

incompatibilities that occur between individuals or groups within an organisation due to 

differences in goals, values, expectations, communication styles, or work responsibilities 

(Rahim, 2017). In this context, in higher education, workplace conflict may involve 

interpersonal disputes, role ambiguity, workload distribution issues, and conflicts between 

academic staff and university management.  

 

Secondly, Psychological well-being.  Psychological well-being defines as an individual’s 

positive psychological functioning, emotional stability, life satisfaction, and ability to cope 

effectively with stress and daily challenges. Ryff (1989) describes psychological well-being 

through dimensions such as self-acceptance, autonomy, environmental mastery, personal 

growth, positive relationships, and purpose in life.  In this study, psychological well-being 

refers to lecturers’ emotional and mental condition in managing workplace demands, including 

experiences of stress, emotional exhaustion, job satisfaction, burnout, and overall 

psychological functioning within the academic environment. 

 

Thirdly, University performance. It refers to the effectiveness of higher education institutions 

in achieving academic, organisational, research, and administrative goals. It includes teaching 

quality, research productivity, staff performance, student outcomes, institutional reputation, 

and organisational effectiveness (Aithal & Kumar, 2016). In this study, university performance 

refers to the overall effectiveness of university as reflected through teaching effectiveness, 

research productivity, collaboration, organisational climate, staff commitment, and institutional 

competitiveness influences by lecturers’ well-being. 

 

Forthly, Higher education. It refers to post-secondary education provided by universities, 

colleges, and other tertiary institutions that offer academic, professional, and research-based 

programmes leading to diplomas, degrees, and advanced qualifications (UNESCO, 2021). 

 

In this study, higher education refers to universities and tertiary institutions where lecturers 

perform teaching, research, supervision, and administrative responsibilities within academic 

working environments. 

 

Finally, academic staff. It refers to educators and scholars employed by university to perform 

teaching, research, publication, supervision, and academic service responsibilities (Altbach et 

al., 2009).  In this study, academic staff refers specifically to lecturers working in university 

who are involved in academic teaching, research activities, administrative duties, and student 

supervision. 
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Objectives of The Study 

 

This conceptual paper aims to: 

 

1. Examine the psychological effects of workplace conflict on lecturers. 

2. Identify the implications of lecturers’ psychological well-being for university 

performance. 

 

Research Questions 

This conceptual paper addresses the following research questions: 

 

1. What are the psychological effects of workplace conflict on lecturers? 

2. How does lecturers’ psychological well-being affect university performance? 

 

Methodology 

 

This study adopts a conceptual theoretical review approach to examine the effects of workplace 

conflict, lecturers’ psychological well-being, and university performance. This is a non-

empirical study. It does not involve primary data collection but instead relies on the systematic 

synthesis of existing evidence. The objective of this approach is to develop a coherent 

conceptual understanding of how workplace conflict functions as a psychosocial stressor that 

influences lecturers’ poor psychological well-being and, subsequently, poor university 

outcomes. The review integrates relevant theoretical perspectives, particularly the Job 

Demands–Resources (JD-R) Model and Affective Events Theory (AET), to support the 

development of the conceptual framework. 

 

A total of 40 out of 80 clean peer-reviewed journal articles, books, and academic reports 

published between 2000 and 2025 had being reviewed. This means that another 40 papers were 

dropped because it does not match the criteria. The selection of literature was guided by 

inclusion criteria focusing on studies related to workplace conflict in higher education, 

psychological well-being among academic staff, and university performance. Sources were 

identified through academic databases and search engines such as Google Scholar and open-

source platform. 

 

The literature was analysed using thematic analysis. The findings were systematically 

categorised into two main themes: (1) the effects of workplace conflict on lecturers’ 

psychological well-being, and (2) the implications of lecturers’ psychological well-being for 

university performance. This analytical approach allowed for the identification of recurring 

patterns, keywords, and themes.  

 

Findings and Discussion 

 

This conceptual paper synthesises existing evidence based on workplace conflict, effects of 

lecturers’ psychological well-being, and implication for university performance. The findings 

were derived from a narrative conceptual review of peer-reviewed studies published between 

2000 to 2025. The reviewed consistently indicate that workplace conflict functions as a 
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psychosocial stressor that negatively affects lecturers’ psychological well-being and university 

performance. The review guided by the Job Demands–Resources (JD-R) Model by Bakker and 

Demerouti (2017) and the updated perspective of Affective Events Theory (AET) by Weiss and 

Beal (2005). The analysis highlights how persistent interpersonal tensions, excessive demands, 

and inadequate organisational support lead to emotional strain and affected university 

performance. 

 

This literature evidence concluded two dominant themes: 

 

• Effects of workplace conflict on lecturers’ psychological well-being. 

• Implications of lecturers’ psychological well-being for university performance. 

 

Effects of Lecturers’ Psychological Well-Being 

 

The findings demonstrate that workplace conflict significantly affected lecturers’ psychological 

well-being. As observed, this conflict commonly arises from heavy workload, role ambiguity, 

interpersonal tensions, leadership issues, and performance-related pressures. According to the 

JD-R Model, these persistent demands deplete emotional and psychological resources, 

increasing vulnerability to stress and burnout (Bakker & Demerouti, 2017). Besides, Affective 

Events Theory explains that repeated negative workplace interactions trigger emotional 

reactions that influence long-term psychological outcomes.  

 

Psychological distress and chronic stress; It is reported that workplace conflict is a significant 

psychosocial stressor that adversely affects lecturers’ psychological well-being by generating 

persistent emotional strain, frustration, and psychological distress. This unresolved 

interpersonal disagreements, bullying, role ambiguity, and organizational tensions can create a 

hostile work environment that exposes lecturers to chronic stress as reported by (Hodgins et 

al., 2024). Such continuous condition often undermines emotional resilience and increases 

feelings of helplessness, irritability, and emotional instability among academic staff as 

describes by (Teles et al., 2020). Moreover, research has demonstrated that work stress among 

lecturers associated with reduced psychological well-being, job satisfaction, and increased 

vulnerability to mental health problems, including anxiety and depression as highlighted by 

(Gillespie et al., 2001; Kinman & Wray, 2018).     Consequently, chronic stress may negatively 

influence teaching quality, research productivity, and institutional performance. 

 

Burnout and exhaustion: Burnout is recognized as one of the most detrimental outcomes of 

workplace conflict in higher education.  Persistent exposure to workplace conflict consumes 

emotional resources and contributes to emotional exhaustion, which represents the core 

dimension of burnout as reported by (Maslach & Leiter, 2016). Studies have shown that 

excessive work stress, inadequate institutional support, and negative workplace relationships 

significantly increase burnout risk among academic staff (Teles et al., 2020). Furthermore, 

emotionally exhausting work environments has influence lecturers’ motivation, engagement, 

and sense of professional accomplishment.  As a result, it is leading to lower levels of 

organizational commitment and job satisfaction (Duffy et al., 2019). Research within university 

settings has consistently found that burnout is associated with decreased teaching effectiveness, 

reduced research output, and increased intentions to leave the profession (Coskuner et. Al., 

2018; Watts & Robertson, 2011; Kinman, 2016).  
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Anxiety and hypervigilance: Conflict work environments can intensify anxiety and foster 

hypervigilant behaviors among lecturers, particularly when their interactions are expose to 

criticism, incivility, exclusion, or uncertainty. Under such conditions, lecturers may become 

extremely cautious in their communication, decision-making, and professional interactions due 

to concerns about negative evaluation or unnecessary conflict as highlighted by (D.H. Halat, et 

al., 2023). This predicted stress often results in heightened psychological arousal, causing 

individuals to remain constantly alert to potential threats as describes by (A. Sethi, et al. 2017).   

Research reported that prolonged exposure to workplace hostility and bullying is associated 

with elevated anxiety levels, emotional insecurity, and reduced psychological safety among 

employees (Hodgins et al., 2024; Keashly & Neuman, 2010). Furthermore, this anxiety can 

impair cognitive functioning, reduce confidence, and weaken professional effectiveness by 

diverting attention away from core academic responsibilities (Kinman & Johnson, 2019). 

Besides, as hypervigilance becomes sustained over time, lecturers may experience diminished 

well-being, reduced collegial engagement, and lower job performance. 

 

Depressive Symptoms and withdrawal:  Workplace conflict in higher education can 

significantly contribute to depressive symptoms among lecturers. Persistent exposure to 

hostility, bullying, exclusion, or unfair treatment within academic environments may trigger 

feelings of helplessness, emotional exhaustion, and diminished psychological well-being as 

reported by (Hodgins et al., 2024; Sood, S. 2023). Such negative workplace experiences often 

undermine lecturers’ sense of belonging and professional fulfillment, increasing their 

vulnerability to depressive moods and emotional distress as highlighted by (Fahie, 2014). As a 

result, lecturers may begin to disengage from teaching, research, and institutional activities 

while withdrawing from collegial interactions to protect themselves from further emotional 

harm (Michulek et al., 2024). This emotional withdrawal not only affects individual mental 

health but also reduces academic engagement and productivity as describes by (Gillespie et al., 

2001). 

 

Sleep disturbance:  Workplace conflict often creating persistent psychological arousal that 

disrupts lecturers’ ability to recover effectively from work-related stress. When conflicts 

remain unresolved, lecturers may continue ruminating about negative interactions, perceived 

injustices, or future confrontations, leading to difficulties initiating and maintaining sleep as 

stressed by (Goh et al., 2018). Thus, sleep disturbances impair both physiological and 

psychological recovery processes. Its resulting in chronic fatigue, irritability, and reduced 

emotional regulation (Puertas-Molero et al., 2018). therefore, poor sleep quality may negatively 

affect lecturers’ teaching effectiveness, research performance, and decision-making capacity. 

Ultimately, affecting institutional productivity and educational quality (Sonnentag & Fritz, 

2015). 

 

Cognitive overload:  The Conflictthe within academic environments can impose substantial 

cognitive demands on lecturers by forcing them to continuously monitor interpersonal 

dynamics, manage emotional responses, and avoid potential confrontations. These unnecessary 

burdens consume valuable cognitive resources that would otherwise be allocated to teaching, 

research, and administrative responsibilities as reported by (Yin et al., 2016). Emotional strain 

associated with workplace conflict has been shown to impair concentration, memory, and 

executive functioning, reducing lecturers’ ability to make professional judgments and maintain 

high levels of performance (McCarthy et al., 2016). Furthermore, chronic exposure to stressful 

workplace interactions increases mental fatigue and diminishes attentional control, making it 
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more difficult for academics to effectively manage complex tasks and competing 

responsibilities (Leiter et al., 2011). Consequently, cognitive overload not only compromises 

individual effectiveness but may also hinder broader institutional goals related to teaching 

excellence, research productivity, and academic innovation. 

 

Social withdrawal: Workplace conflict can erode trust and mutual respect among academic 

staff. Consequences, it can reduce collegiality and impaired professional relationships. When 

lecturers perceive their work environment as hostile, they may intentionally avoid interactions 

with colleagues, no collaborative projects, and withdraw from discussions as a coping strategy 

to minimize further tensions (Namin et al., 2022). Such withdrawal behaviors would minimise 

opportunities for knowledge sharing, interdisciplinary collaboration, and collective action as 

reported by (Keashly & Neuman, 2010). Research on workplace incivility demonstrates that 

negative interpersonal experiences are strongly associated with disengagement, turnover 

intentions, and reduced organizational commitment (Mazzone et al., 2024).  When collegial 

relationships deteriorate, departments may experience lower levels of teamwork, reduced 

innovation, and weaker cohesion. Ultimately, this situation may affect university performance 

and effectiveness as pointed out by (Martel et al., 2021). 

 

Reduced professional self-Efficacy and identity strain: Professional self-efficacy and academic 

identity are fundamental components of lecturers’ psychological well-being. Its influencing 

their motivation, resilience, and commitment. Workplace conflict involving criticism, 

exclusion, bullying, or perceived injustice can undermine lecturers’ confidence in their 

professional competence and reduce their sense of value within the academic community as 

reported by (Bandura, 1997). Repeated exposure to negative interpersonal experiences may 

create identity strain. Hence, lecturers struggle to reconcile their professional ideals with the 

realities of a dysfunctional work environment as describes by (Winter & Sarros, 2002). 

Furthermore, conflict-related experiences often generate moral distress when academics feel 

unable to uphold their professional standards due to organizational constraints and 

interpersonal challenges as highlighted by (Kinman, 2016). As self-efficacy declines, lecturers 

may exhibit lower motivation, reduced engagement, and decreased willingness to contribute 

beyond minimum role expectations.   

 

Implications for University Performance 

 

The literature evidence obviously concluded that declining psychological well-being among 

lecturers produces substantial university consequences. Since lecturers represent the core 

human capital of universities, low level of well-being directly affects institutional performance, 

innovation, and sustainability. 

 

Increased absenteeism and sickness Leave: Declining psychological well-being among 

lecturers can significantly increase absenteeism and sickness leave.  Therefore, it is disrupting 

the effective functioning of university. Workplace conflict, bullying, chronic stress, and 

emotional exhaustion are associated with adverse mental and physical health outcomes that 

increase the likelihood of employees taking extended periods of sick leave as pointed out by 

(Nielsen & Einarsen, 2012; Hodgins et al., 2024). Frequent absenteeism interrupts teaching 

continuity, delays assessment and feedback processes, and creates additional workload would 

burdens for colleagues who must replace for absent staff (Gillespie et al., 2001). Research 

further reported that psychosocial stressors in the workplace contribute to both short-term and 
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long-term sickness absence, and it is resulting in low productivity and increased organizational 

costs as stressed by (Sood, S. 2023; and Kinman, 2016).  When absenteeism becomes more 

prevalent, universities may face difficulties in maintaining educational quality, student 

satisfaction, and operational efficiency. Ultimately, it may   affect institutional performance and 

sustainability. 

 

Higher turnover intention:  Literature research found that poor psychological well-being 

resulting from workplace conflict can substantially increase lecturers’ intentions to leave their 

university. These consequences creating significant challenges for workforce stability. 

Academic staff who experience chronic stress, burnout, workplace bullying, or low levels of 

organizational support are more likely to report dissatisfaction and intentions to seek 

employment elsewhere as described by (Keashly & Neuman, 2010; Zhang et al.  2022). 

Burnout has been consistently linked to withdrawal behaviors and reduced organizational 

commitment. Both phonomenons serve as strong predictors of turnover intention (Maslach & 

Leiter, 2016; Watts & Robertson, 2011). High turnover rates can be particularly damaging in 

higher education because they disrupt programme continuity, increase recruitment and training 

costs, and reduce the availability of experienced academics as stressed by (S.K.Z. Badri 2019). 

Consequently, the loss of skilled lecturers may negatively affect educational quality, research 

capacity, and the university ability to achieve long-term strategic objectives. 

 

Reduced teaching quality: Lecturers’ psychological well-being plays a critical role in 

determining the quality of teaching and learning experiences within universities. Research 

demonstrates that workplace conflict and associated psychological distress can impair 

lecturers’ emotional energy, concentration, motivation, and capacity to engage effectively with 

students as reported by (Teles et al., 2020). Emotional exhaustion, a central component of 

burnout has been shown to reduce educators’ enthusiasm, creativity, and responsiveness in the 

classroom. Thus, its resulting in lower levels of student engagement and academic support 

describes by (Maslach & Leiter, 2016). Research also indicates that occupational stress 

negatively affects lecturers’ ability to handle teaching responsibilities, and maintain positive 

relationships with students (Alqarni, Nada A. 2021; Kyambade et al., 2024). Furthermore, poor 

staff well-being can indirectly influence student outcomes through reduced teaching 

effectiveness, low student satisfaction, and negative learning experiences as reported by (Watts 

& Robertson, 2011). Therefore, maintaining lecturers’ psychological health is essential for 

preserving educational quality and ensuring positive student outcomes. 

 

Declining research productivity: Research found that psychological well-being is a critical 

factor of lecturers’ research performance. Literature research also indicated workplace conflict 

can negatively affect these factors by increasing stress, emotional exhaustion, and 

psychological distress, which consume the personal resources needed for research activities 

(Bakker & Demerouti, 2017; Kinman, 2016). Academics burnout often report difficulties for 

them concentrate on complex intellectual tasks, reduced motivation to pursue research projects, 

and lower levels of scholarly engagement as highlighted by (Maslach & Leiter, 2016). 

Furthermore, the conflict work environments frequently undermine collegial relationships and 

discourage collaboration. As such, its limiting opportunities for interdisciplinary research, 

knowledge sharing, and co-authorship as describes by (Keashly & Neuman, 2010). Research 

has also demonstrated that occupational stress within universities is associated with lower 

productivity and diminished capacity to meet institutional expectations related to publication 

output and research excellence as stressed by (Rodríguez-Jiménez et al., 2022; Watts & 
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Robertson, 2011). Consequently, the declining psychological well-being among lecturers may 

weaken university research performance, reduce success in securing external funding, and 

negatively affect universities’ national and international academic recognitions. 

 

Negative university climate: The research found that psychological well-being of lecturers 

significantly influences the broader organisational climate within higher education institutions. 

When workplace conflict becomes pervasive, employees are more likely to experience stress, 

emotional exhaustion, and reduced trust in colleagues and management. This leading to a 

negative organisational atmosphere, such as defensiveness, low morale, and poor interpersonal 

relationships as reported by (Hodgins et al., 2024; Keashly & Neuman, 2010). Research 

indicates that psychologically unhealthy work environments reduce employee engagement, 

organisational commitment, and perceptions of support. All of these are essential components 

of a positive organisational climate (Bakker & Demerouti, 2017). Moreover, burnout and 

chronic stress may spread through social interactions among employees. As such, its creating 

collective dissatisfaction and reducing overall workplace morale as highlighted by (Pu et al., 

2017). Therefore, negative organisational climate can hinder collaboration, reduce innovation, 

and impair the institution’s capacity to achieve strategic goals, particularly   in teaching, 

research, and community engagement (Kinman, 2016; Coskuner et al., 2018). So, maintaining 

lecturers’ psychological well-being is essential for fostering a supportive and productive 

academic environment in university. 

 

Slower decision-Making and inefficiency: Research indicated that conflict can substantially 

affect governance processes within universities by consuming administrative attention and 

delaying collective decision-making. University rely heavily on good governance structures 

that require cooperation, trust, and effective communication among lecturers, department 

heads, and administrators. When psychological well-being deteriorates due to unresolved 

conflict, they may become less willingness to participate in committees, contribute to 

discussions, and engage constructively in institutional decision-making processes as pointed 

out by (Keashly & Neuman, 2010). Furthermore, stress and emotional exhaustion can impair 

cognitive functioning and reduce individuals’ capacity to evaluate information, solve problems, 

and make timely decisions as reported by (Maslach & Leiter, 2016). Organizational resources 

may also be diverted toward managing grievances, mediating disputes, and addressing 

interpersonal tensions rather than advancing academic priorities as described by (Hodgins et 

al., 2024). Research suggests that dysfunctional workplace relationships can undermine 

organisational effectiveness and impede institutional responsiveness to emerging challenges 

(Guo et al., 2024; Sun   et al., 2011). Consequently, prolonged workplace conflict may 

contribute to governance inefficiencies that weaken  university performance. 

 

Increased administrative and human resource burden: Again, research reported that the adverse 

effects of workplace conflict extend beyond individual employees and often create substantial 

administrative and human resource burdens. University experiencing persistent interpersonal 

conflict may be required to invest considerable resources in conflict resolution initiatives, 

counselling services, employee assistance programmes, mediation processes, and legal 

interventions (Keashly & Neuman, 2010). Additionally, psychological distress among lecturers 

can increase absenteeism, turnover intentions, and sickness leave, necessitating further 

administrative efforts related to workload redistribution, recruitment, onboarding, and staff 

retention (Suárez et al., 2021; Workplace bullying and psychosocial stressors have also been 

associated with increased organisational costs arising from reduced productivity and employee 
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health-related expenditures  as highlighted by (Nielsen & Einarsen, 2012). As administrative 

units devote greater attention to managing the consequences of workplace conflict, fewer 

resources remain available for strategic initiatives related to teaching innovation, research 

development, and institutional growth (Hodgins et al., 2024; Bano, et al., 2022). Therefore, 

protecting lecturers’ psychological well-being is not only a human resource concern but also 

an important factor in ensuring university efficiency and sustainability. 

 

Reduced institutional reputation and competitiveness: As reported that long-term deterioration 

in lecturers’ psychological well-being can have negative consequences for university’s 

reputation and competitive position in the higher education sector. Universities increasingly 

compete for talented academics, research funding, industry partnerships, and high-achieving 

students. Therefore, organisational climate and staff well-being have become important 

indicators of institutional quality (Wright, et al.  2017). This persistent workplace conflict, high 

staff turnover, burnout, and reports of workplace bullying may damage an institution’s 

reputation; and reduce its attractiveness to prospective academics and researchers as reported 

by (Rafsanjani et al., 2020; Keashly & Neuman, 2010). Reduced teaching quality, lower 

research productivity, and weakened organisational effectiveness resulting from poor staff 

well-being can negatively affect university rankings, student satisfaction, and research 

performance metrics as describes by (Watts & Robertson, 2011; Kyambade et al., 2024). 

Research further suggests that employee well-being is closely linked to institutional 

sustainability and long-term organisational success (Sood, S. 2023; Bakker & Demerouti, 

2017). Consequently, universities that fail to address workplace conflict and protect lecturers’ 

psychological well-being may face significant challenges in maintaining their reputation. 

 

Discussion  

 

This research findings reinforce the argument that workplace conflict is not merely an 

interpersonal issue but a major psychosocial challenge in higher education institutions. 

Research confirmed that conflict operates both as a structural demand and an emotional trigger 

that weakens lecturers’ psychological well-being and university performance. The JD-R Model 

explains that persistent conflict depletes emotional and professional resources, while Affective 

Events Theory demonstrates how repeated negative workplace interactions shape emotional 

reactions and behavioural outcomes. 

 

The reviewed literature consistently shows that deteriorating psychological well-being affects 

lecturers’ teaching quality, research productivity, collaboration, and organisational 

engagement. Universities that fail to address workplace conflict risk creating toxic academic 

climates as reflects in low morale, high turnover intention, weakened collegiality, and declining 

institutional performance as reported by (Wright et al. 2017; Zhang et al., 2022). This synthesis 

evidence further highlights the importance of proactive institutional strategies, including 

supportive leadership, fair workload distribution, emotional support systems, conflict 

management frameworks, and psychological safety initiatives. Universities must recognise that 

lecturers’ psychological well-being is directly connected to institutional excellence, 

sustainability, and long-term competitiveness as described by (Richards et al., 2016) 

 

Implications 
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The findings of this study carry important implications for higher education institutions, 

particularly in understanding how workplace conflict influences lecturers’ psychological well-

being and, university performance. Universities are highly dependent on intellectual and 

academics; therefore, maintaining a healthy work environment is essential for sustaining 

teaching excellence, research productivity, and institutional competitiveness. 

 

Firstly, the research highlights the critical role of psychological well-being in shaping the 

university climate. This climate reflects the quality of interpersonal relationships, 

communication patterns, trust, collaboration, and shared values among academic staff. When 

lecturers encounter conflict, prolonged stress, emotional exhaustion, or psychological distress, 

these negative experiences often extend beyond the individual level and affect interactions with 

colleagues and students. Research suggests that lecturers experiencing poor psychological 

well-being are less likely to engage in collaborative activities, knowledge sharing, and 

constructive communication, while becoming more vulnerable to interpersonal tensions and 

misunderstandings as highlighted by (Mazzone et al., 2024). As a result, departments may 

experience reduced collegiality, less teamwork, and minimised trust among staffs. Over time, 

these unresolved conflicts can foster a toxic organisational culture characterised by 

defensiveness, avoidance behaviours, reduced engagement, and resistance to cooperation. 

 

Secondly, the findings indicate that the importance of protecting lecturers’ psychological well-

being as a key component of enhancing university performance. As reported that lecturers serve 

as the primary drivers of the university,   any decline in their psychological well-being can have 

direct and indirect consequences for university outcomes. Consistent with previous studies, 

lecturers experiencing poor psychological well-beings often demonstrate lower teaching 

effectiveness, low research productivity, decreased motivation, and less commitment to 

university goals as stressed by (Martel et al., 2021). Furthermore, lecturer psychological 

distress is associated with increased absenteeism, presenteeism, turnover intentions, and 

withdrawal behaviours, all of which involved substantial financial and operational costs for 

universities. The loss of experienced academic staff may also negatively impact the   university 

performance. 

 

Thirdly, the findings suggest that workplace conflict should viewed as an organisational key 

challenge and its requiring proactive management action. University should prioritise the 

development of conflict management mechanisms, including clear grievance procedures, 

mediation systems, leadership training, and transparent communication channels. Fostering 

supervisors’ and department heads’ competencies in conflict resolution may help prevent 

disputes from escalating and reduce their adverse psychological well-being. In addition, 

university should implement comprehensive well-being programmes such as counselling 

services, mental health support, stress management workshops, peer-support networks, and 

workload management strategies. Such interventions can enhance resilience among lecturers 

while fostering a more supportive and psychologically safe work environment. 

 

Finally, this conceptual research contributes to the broader understanding of sustainable 

university management by demonstrating that lecturers’ psychological well-being functions as 

a valuable asset. From the perspective of organisational sustainability, investments in employee 

well-being should be regarded not merely as part of employee’s assistance initiatives but as 

strategic initiatives that contribute to improved performance, innovation, adaptability, and 

long-term success. Universities that actively minimise workplace conflict and enhance positive 
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psychological well-being are more likely to cultivate engaged academics, stronger 

organisational commitment, higher-quality educational outcomes, and enhanced university 

reputation. Therefore, improving lecturer well-being should be considered as a significant 

component of university strategic in human capital planning. 

 

Conclusion 

 

This conceptual paper demonstrates that unresolved conflict among lecturers negatively affects 

psychological well-being and subsequently, impaired the overall university performance. 

Guided by the Job Demands–Resources (JD-R) Model and Affective Events Theory (AET), 

the discussion highlights that workplace conflict acts as both a structural job demand and an 

emotional trigger that contributes to stress, anxiety, burnout, emotional exhaustion, social 

withdrawal, and reduced professional self-efficacy among lecturers. The findings further reveal 

that prolonged exposure to conflict weakens collegial relationships, collaboration, and 

organisational trust, creating unhealthy academic environments that reduce lecturers’ 

psychological well-being. 

 

The paper also establishes that poor psychological well-being among lecturers produces 

substantial institutional consequences. It includes reduced teaching effectiveness, lower 

research productivity, higher absenteeism, turnover intention, governance inefficiency, and 

negative organisational climate. Since universities depend heavily on academic staff as their 

primary intellectual and human capital, deteriorating well-being among lecturers directly 

threatens institutional excellence, innovation, and competitiveness. The synthesis of finding 

further supports the conceptual pathway linking workplace conflict, declining psychological 

well-being,  and reduced university performance. 

 

Therefore, this conceptual paper contributes a theoretical and conceptual understanding of the 

interrelationship between workplace conflict, lecturers’ psychological well-being, and 

university performance. In terms of practicality, the study highlighted that the urgent need for 

universities to adopt proactive conflict management strategies, fostering psychological support 

systems, promote fair and supportive leadership practices, and cultivate healthier university 

work environment. Universities that concern lecturers’ well-being are more likely to sustain 

positive academic work environment, improve university performance, and maintain long-term 

resilience.  

 

Future empirical research is recommended to further validate the proposed conceptual 

relationships using quantitative, qualitative, or mixed method approaches across different 

higher education contexts such as within public and private university or comparison between 

conventional and digital education university. 
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