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[bookmark: _dwzfbx9xsmdt]Executive Summary
Conflict in the workplace is almost inevitable for any employee apart of a corporation. Individuals will deal with conflict at one point or another. It could be a disagreement, tension between different departments in a company, frustration with someone who is higher up than you, like a manager or director. Unfortunately conflict is very common and could be costly depending on how bad it gets. Research shows that workplace conflict costs United States businesses billions of dollars annually in lost productivity (Workplace Peace Institute, 2024). This not only takes a toll on companies but the employees themselves who are always stressed out who then become disengaged and then voluntarily quit (SHRM, 2024). 
Most organizations will ignore conflict until it gets to the point where HR needs to be involved. This paper argues that ignoring conflict until it gets to a point of reaching HR is not healthy and clearly does not work in anyone’s favor. Companies need a strategy that will address conflict early enough, give employees tools that they have in their “back pocket” to handle conflict in the workplace and build a culture where employees feel safe enough to say something without being fearful of being fired or reprimanded. 
This paper will walk through conflict resolution strategies, help people understand why conflict in the workplace happens in the first place and how to measure if the strategies are actually working. The main goal is to turn conflict from something that destroys people, teams, and companies into something that actually makes them stronger, more productive, safer and happier. 
Introduction
	Think about the last time something felt tense or off at work. Maybe a coworker said something that rubbed you the wrong way or you and your manager disagreed on how something was handled or just two people on your team cannot get along no matter the circumstance. Unfortunately, that is conflict and it happens everywhere at some point in our lives. 
	The problem is not that conflict exists, it is simply because a good amount of work environments just don’t deal with the conflict at all. People will avoid the conversation because it is uncomfortable and people hate to deal with the fear of not knowing what will happen next. Managers and directors decide to look the other way and then HR has to get involved because things have already gotten out of hand. At that point in time, relationships are damaged, trust is broken and those people in conflict may already be thinking about leaving or quitting their job.
	This paper is about trying to do things differently, face the conflict head on instead of flat out ignoring it. Instead of employees waiting for the conflict to blow up and just get HR involved so that they can now deal and solve this problem is not okay. The reason this is not okay is because HR is now scrambling to fix the problem because the people in conflict waited till the last minute when things got too heated. The goal of this paper is to create a strategy where people will have the skills and confidence to address conflict early enough, directly to the other person and be able to do it in a respectable way. But, this requires real training and real commitment from everyone in the company. 
	The sections that follow break down exactly how to make those healthy conversations happen. We will look at the data on how bad this conflict problem in the workplace actually is. Furthermore, figure out why conflict happens in the first place, define who is responsible for addressing the issues and then lay out a step by step plan for building a healthier culture. By the end of this paper, the goal is for employees to feel less like conflict is something to fear and more like something a healthy team can handle. 
The True Cost of Workplace Conflict
	Before giving the solutions, it would benefit to know how widespread this problem is. The numbers are alarming. According to research from the CPP incorporation and the Myers-Briggs Company, 85% of employees deal with workplace conflict to some degree (Effects and Causes of Conflict among Employees | the Myers-Briggs Company, 2018).  If you break this statistic down, if you have ten people on your team, there are probably eight or nine of them that are dealing with tension or disagreement. That is a big problem. 
	This problem is not just uncomfortable, it is expensive. The Workplace Peace Institute found that the average employee loses 2.8 hours every single week to workplace conflict (Workplace Peace Institute, 2024). This is not time spent in the arguments they are having, it includes the time spent venting to significant others, friends or other co workers, or you replaying a frustrating interaction in your head multiple times or just being straight up disengaged and distracted because something is off at work. If that is happening across an entire company, those hours are going to add up quickly. 
	The SHRM Civility Index stated that every day 2.7 billion dollars are lost across United State businesses all due to reduced productivity and employees calling out and not showing up to work (Popera, 2024). As huge as that number is, that is only part of the damage done. This does not include the cost of replacing the employees who decide to quit, the cost of the healthcare for employees who are struggling with conflict related stress or just the general cost of a damaged team culture that takes months to years to repair. 
	Employees who work in a high conflict environment are twice as likely to leave voluntarily and then after that employee quits, they now have to replace that employee who left which can cost anywhere from fifty percent to two hundred percent of their annual salary (Dyerly, 2025). The reason that percentage is so different is due to the type of role that is available at that moment. So, when that employee decides to walk out the door, the company not only loses that person's contributions to the company, but now has to recruit, hire and train the replacement. Every time conflict pushes someone out the door, the company will pay for it twice. Workplace conflict is real, measurable and a costly problem that demands real organizational attention.
Why Does Conflict Happen?
After you understand the cost of conflict, now you need to understand why workplace conflict happens in the first place. Workplace conflict does not just appear out of nowhere. It usually grows from a combination of structural, interpersonal, communication and cultural issues that build up on each over time. When you are able to identify these issues it then allows for companies to come together to put their company in position to prevent conflict rather than just reacting to it. 
	Poor communication is a big factor. This could also just be known as communication failures. Workplace conflict comes down to usually some kind of communication failure. Examples of that could be a message being misread, a concern that someone did not voice, feedback was delivered poorly or someone made an assumption that turned out to be wrong. People have different types of communication styles and sometimes those styles will cause friction between each other because one person may feel their style is better than the others. So, small misunderstandings can turn into big problems.
	When there are unclear roles and expectations, people start to point fingers. If no one is clear who is responsible for what and things then slowly or quickly start falling through the cracks, that is a recipe for disaster. If your company or team does not have clear ownership of certain things or decision making authority then conflict is bound to happen. 
	No matter the type of person, people bring different values and different working styles to the table everyday. Everyone brings their own background, ethnicity and preferences to their job. Sometimes people prefer to move at a faster pace and just figure things out as they go. But others would rather plan out step by step. Sometimes people are very direct with their words and sometimes people are indirect. You have to turn the narrative and look at these differences as a strength to the company not a weakness. When people feel like they are being ignored or disregarded, conflict is almost inevitable. 
	People who are in high stress environments are less patient and more reactive to people. If someone is already super overwhelmed they most likely will be ticked off easier and even the smallest type of frustration can set off a bigger conflict. Heavy workload, priorities that are unclear, leadership instability and fear of being laid off is an everyday organizational stressor that could escalate to something even bigger. 
	The biggest and the most important stressor in the workplace is that no one feels safe enough to speak up. People do not feel safe enough to say anything due to them feeling like they will be repercussed. The people who don’t feel safe may feel like nothing will actually change, that it will damage relationships within the company or will be seen as someone who stirs up conflict.. So instead of saying anything, they say nothing. The problem in fact, never goes away, it goes unnoticed, building everyday until it explodes in a terrible way. 
The Cost of Neglect
	When it comes to building a strategy related to conflict resolution, companies have to think about the amount of time it takes, the training needed, and the resources, but when they look at the costs of those three, they decide that it is not worth it and too much work. Little do they know, that is a big mistake. 
	The CIPD Good Work Index from 2024 found a link between unresolved workplace conflict and employee disagreement. If you have disengaged employees who are unproductive, spread negativity, and do the bare minimum, they are actively just dragging the team, and right when something better comes along, like a new job, they do not hesitate to just leave. 
	Gallup’s 2025 State of the Global Workplace report estimates that low engagement costs the global economy $8.9 trillion per year (Orr, 2025). That number is huge. But if you really think about it makes sense because of how many hours people spend “checked out" and doing just enough to get by waiting to clock out for the day. 
	DDI World’s 2025 Global Leadership Forecast stated that the quality of management matters to the majority, if not all employees (Global Leadership Forecast 2025). When managers are good at navigating and having difficult conversations that involve some type of conflict, they repeatedly out perform the companies where managers just avoid those types of conversations and just look the other way. If there is bad conflict management, then that will set the tone for the whole entire company. 
	Hypothetically, if every month a company waits to address conflict, then it is just taking on costs that could have been prevented. The question these managers need to ask themselves is if it is worth it to invest in conflict resolution. They also need to ask themselves how much longer do they want to keep paying to not have those difficult conversations. 
Who This Strategy Is For
	When it comes to understanding strategy in companies, it is not just up to HR. Conflict resolution will only work if everyone in the company takes responsibility, not just the employees whose title is ‘human resources.’ This strategy is divided into five groups. Starting off with “all employees”, this comes down to every single person in the company, each individual no matter how high or low their job title is in the company, everyone plays a role in culture! This strategy is to give every employee the tools and language to handle conflict before it escalates and needs to be brought to HR’s attention. Next up is “team members,” these are the people who work together everyday very closely. They are the ones who first notice that there could be tension and will hopefully be able to address it appropriately and efficiently. This conflict resolution strategy will prepare them to do that. Third we have the “managers,” these people by far are the most important group. Managers are the ones who set the tone for their team, the ones who deal with conflict first when it comes up. Manager’s behaviors also play a big role because the healthier the communication they have, the better the flow of communication throughout the whole team will be. This strategy will give managers specific skills, tips and expectations for their teams. Fourth, we have the “HR department.” When it comes to HR, they are a resource and would technically be the last resort for this strategy. They should not be the “frontline” for conflict. They would handle complaints when necessary but the goal is for when these conflicts arise moving forward, that they will be resolved before it ever needs to even reach HR. Lastly, we have the “leadership team,” now, these are the senior leaders who set the vision and commit to getting these resources for all the employees because these are the ones that need everyone to hop on the “energy bus” and trust the process.  If their employees cannot see that they are bought in to making their workplace better, then there will simply be no culture change strategy in sight for that company. 
	This strategy will be a complete shift in how the company will think, talk and handle conflict on every level of the company, no matter how big or small the conflict is at hand at that time. This is not about singling out one specific problem or one difficult personality a person has. This is an approach for every person at every level at that company. Difficult conversations do not need to be avoided, if anything, they should be embraced!
Roles and Responsibilities
	In order for this strategy to work, everyone in the company needs to know what is expected of them. If there are unclear expectations, then that will lead to nothing getting done. So, this section will lay out and explain the specific roles and responsibilities for each group in the company. As stated earlier, we talked about who this strategy is for but we now need to go into depth about their roles and responsibilities. 
	The first and most important group this strategy speaks to is “every employee” within the company. Every employee will and is expected to complete all training, communicate safely and respectfully, and address the concerns they are having directly, rather than gossiping about them with other employees. That gets no one anywhere if an employee is just ranting instead of actually fixing the problem. When it comes to surveys and feedback, all employees will be expected to answer honestly because those tools will only work if people actually use them to their advantage. Second, we have “managers,” they are expected to model the communication behaviors they need to use and demonstrate them in their daily interactions. Managers are responsible for addressing team conflict in an appropriate manner instead of avoiding it and just giving it to HR to handle. When the 360 degree feedback is processed, they will then receive coaching and support if needed. The 360 degree feedback is primarily for managers because it evaluates them on how well they handle conflict. To back up 360 degree feedback and why it should be used is because it drives 15.9% better retention rates (Romero, 2025). Furthermore, 360 degree feedback can boost leadership effectiveness up to 60% (Romero, 2025). Third, the “HR department,” they own the training curriculum and the escalation process. HR tracks the key metrics, will report to leadership and look for patterns in the data that could signal a cultural issue. For HR, their role in this is to be supportive and be the “last resort”, not the “go to” every time conflict comes up. Fourth is “executive leadership,” they are responsible for funding this strategic strategy, publicly stand behind it and hold every manager accountable for the team’s culture. The reality is, if a senior leader says that this strategy matters but then does not act like it actually matters, then the company as a whole will notice it and then end up not caring either. 
Culture Is a Two Way Street
When it comes to organizational culture conversations, they often feel one sided. When it comes to culture, leadership will set the tone and then employees will follow it. It will be built by everyone in the company, making everyone feel included but in different ways. This will be through everyday interactions, that could either be small or big interactions, as well as decisions no matter how big or small they are. This strategy will reflect the shared expectations and responsibilities that companies and their employees have of one another.
For the company, there are obligations that go beyond just a written policy. It includes proper and thorough training, solid support systems throughout the whole entire company and consequences for managers who fail to meet the standards. Leaders need to openly practice what they preach to their employees. This requires open and honest communication with all employees about what data shows even if it can be a little negative. 
When it comes to employees putting in the work, they need to actually show up and be engaged with the training that they are required to do. Employees need to be willing to bring concerns to the table when something is wrong, instead of being quiet, and not saying what is actually on their mind. So, when it comes to the surveys they need to give honest feedback or nothing will change. Most importantly, they need to treat their coworkers the way they would like to be treated, even when it gets hard. 
When both sides hold up their end of the commitments, responsibilities and follow through. The culture within the company will naturally build on itself, as well as sustain and reinforce itself over time. When people start to trust the system, better results will come out of it. Conflict will be addressed in an appropriate manner because employees should believe that addressing the problems will actually positively benefit the team. That is the ultimate goal. 
Psychological Safety
	Psychological safety is something that is a very serious matter due to it being critical to the strategy. When it comes to psychological safety, what that means is that people feel safe enough to speak up, ask questions, admit to mistakes, raise concerns or voice a different opinion about something they just heard, without worrying that they will be fired, punished or judged. 
	According to Professor Amy Edmondson from the Harvard Business School, she said psychological safety is the single biggest predictor of high performing teams (Baskin, 2023). When teams feel safe enough to speak up, catch mistakes earlier, collaborate more efficiently and effectively and come up with more unique ideas that is psychological safety working. When teams do not feel safe, they will go quiet which can cause problems to arise and get worse. 
	This strategy will build psychological safety throughout the company but specifically around these four principles. The first principle is that employees feel safe to speak up. They need to know that when raising a concern that it will be heard and taken into consideration and not used against them. Although, this requires trust and consistency between managers, leaders, and all employees as time goes on. The next principle is that employees need to know that mistakes are not penalized, they are learning opportunities. When people are a part of companies where mistakes cause people to get in trouble, people tend to hide their mistakes, which ends up making everything worse. A good culture would be when managers and directors treat mistakes as information and learning moments because mistakes need to be something to learn from and fix, used against the person who made the mistake. That is a culture where problems get solved faster. Lastly, to prove the point that psychological safety matters, is a statistic stated by Don Markland, it states that teams with higher psychological safety will outperform their peers on every metric specifically, innovation, more open communication between teams and reduced turnover (Markland, 2025). 
	The third principal is that health conflict is not something to be avoided even though conflict is seen as a negative thing. Obviously the goal is not to be a conflict free workplace, that would not be necessarily normal, nor realistic. When disagreements are handled well, that can lead to better decisions between the company and even stronger relationships. The main goal is to have a workplace where people know how to disagree productively, effectively and respectfully. 
	The fourth principle is that all voices are to be heard and welcomed. Although, some people may feel safer speaking up than others. That could be because of their past experiences, role, or even identity. But this strategy will require and make sure every voice is included, not just the loudest voices in the room. 
Communication Strategy
	When it comes to workplace conflict, it usually doesn’t start with one huge dramatic conversation. It usually starts as a small miscommunication that nobody decided to address. That would be a misread email, someone assuming something other than being wrong, feedback delivered in the wrong tone, or maybe a comment that felt disrespectful. If you think about it, all of these little inconveniences build up until it triggers a dramatic reaction. Maybe if these issues were addressed earlier and right away, they will either stay small or disappear altogether. 
	The communication strategy of this paper is built on four core ideas. The first one is to always assume positive intent, as an individual you need to be neutral and positive before deciding to react negatively.  The individual who has concerns, needs to bring the concerns to the person they are about, not to everyone else in the company. That would be known as “gossiping.” The second idea is to listen to understand, be an active listener, talk about what actually happened and how it affected you. The third idea is to speak to issues, not to people. Do not go for someone's personality or character that can come off as immature. You need to address the actual issue at hand that is the only way to move forward. The fourth idea is to choose the right channel. What I mean by this is that you need to recognize sensitive conversations and realize that those conversations cannot and should not be sent over email or texting. Serious concerns need to be delivered face to face or video facetime. 
These four core ideas are not complicated ideas, they are quite simple. They may be hard to practice in the heat of the moment because emotions can run high in conflict situations as we all know. But that is why training and then going and practicing these things matter! If you know what to do and are able to do it under pressure, there should be no big dramatic issue. 
The Conflict Communication Framework
When conflict arises, employees will need a clear simple process that they can follow. This five step framework will help! Starting off with step one, “pause before you react,” something that is hard for the majority of people, even me. Before saying anything, take a breath, and figure out what actually triggered you to feel that way. Then, try and figure out what you want the outcome of the conversation to be. Going in hot to a conversation and pointing fingers never ends well. Step two, “pick the right time and place.” Never try to have a serious and emotional conversation in the middle of a meeting, right before a deadline, or in front of a lot of people, it won’t work in anyone’s favor. Both individuals need to talk and figure out a time to talk privately when both have enough time. Step three, use “I” statements when starting out because if you use your own experience instead of leading with what the other person did wrong, it will create a more productive conversation (CIPD, 2024). An example would be “ When this happened, I felt upset because it did affect my ability to try and finish the project.” More likely this will make the person feel less defensive and be more open to having an actual conversation about this concern. Step four, listen to understand and not just respond. After you speak about your side, you need to actually listen to the other person’s side. When they are speaking, do not plan your response in your head because that is not active listening, that is you being disrespectful and unprofessional. Try to ask questions and reflect back on what you heard. If you actively listen, you may find out more of the story than you realize. The fifth and final step is for both parties to agree on what happens next. When it comes to ending the conversation, come up with some type of agreement on next steps, even if it is a tiny one. An example of an agreement could be “For now on, we will both try to communicate earlier when something feels off.” That would be a realistic next step, even though it is a small one. 
Say This, Not That
	When it comes to useful tools in this strategy, this is a simple guide that would give employees better language approaches for difficult conversations. Here are some examples, starting off with “I have noticed this has happened a couple of times and wanted to talk about it.” This would be specific and an observable thing that actually happened, it is a fact, not an opinion. It is definitely more accurate and more productive, then you saying “you always do this.” The word “always” will immediately boil someone's blood and make them get defensive. 
	Another prime example is when employees say "I'm fine.” Saying “I’m fine”  does not make things better, it just delays the conversation that is needed and ignores the conflict at hand. Instead, you can say “I have been finding this situation difficult. Can we talk about this?” That is an example of being direct, even though it may be uncomfortable, it is the right thing to do. 
	A third example is you saying to someone “you need to calm down,” if you tell someone to calm down that will most likely make them more mad and nowhere near calm. Something to say instead would be “I can see that this subject is very important to you. Can we take a few minutes and come back to this?” That is a good way to acknowledge how the other person feels and you are suggesting to take a break so that things can de-escalate and both parties can figure out what they want to say without any emotions getting tied into the conversation. 
Implementation Plan
	A plan means nothing if you cannot actually pull it off. Therefore, for that reason exactly, this strategy is broken down into four phases in order to build and sustain progress within the company. This also is done that specific way so that it is not done all at once and companies don’t put all their eggs in one basket because that would negatively affect the company. The four phases consist of foundation, skill building, embedding and sustaining. 
	Starting off with phase one, which is foundation. This will take place for the first two months and it is about building the infrastructure. Inside this phase, an organizational communication campaign will be set up. An updated employee handbook and conflict policy will be sent out. A 90 minute mandatory awareness workshop for all employees, and then managers and HR will have specific meetings in regards to the escalation protocol. The goal of this phase is to make sure every company has what they need to start the process.
	Phase two is skill building and it will be during months three and four. Inside this phase, there will be role specific training, manager workshops that involve how to handle difficult conversations in the workplace, HR will receive a formal investigation certification, and then the company will create a peer conflict coaching pilot program. The peer conflict coaching pilot program would be where certain employees will be selected and then will be trained on how to help individuals in the company navigate conversations. To go into more depth about this peer conflict coaching pilot program, these selected employees will help their colleagues clarify what they need and what options they have. By the end of this phase, employees should have completed training and know where they need to go if they need to be supported. 
	Phase three is embedding which will take place from months five to six. Inside phase three, they will integrate new hiring onboarding curriculum, anonymous pulse surveys and then will add a culture metric report. Phase four is for the long term and this phase will be for sustainment in the company, which will be from months seven and on.  There will be annual refresher training for all employees, continuous culture metric tracking, policy reviews and updated cycles and lastly, external benchmarking every two years.These surveys and HR metrics need to be reviewed and acted on in order to keep moving forward. This then creates an ongoing cycle of measure, analyze, improve, communicate and lastly, repeat!
Training Program Overview
	When it comes to training, this is the backbone of the strategy because if your employees don’t know how to do anything, then how could anyone know where to start? This training program is supposed to be structured and should be easily implemented into companies. Starting off with the first three modules, the titles of these modules are “conflict awareness 101, active listening skills and difficult conversations” and all three modules are for all employees. The first module which is conflict awareness 101 is a 90 minute workshop, the second module, which is active listening skills is an online module and the third module titled, difficult conversations is an interactive workshop. The next three modules are specific for managers, HR, and the leadership team. Those modules could be a half day session, full day certification or a briefing.  In order to keep everyone in the loop and on the same page, there will be annual refreshers that will be based on what the data has shown from the surveys and feedback given in the past. These six modules all build into the skill building phase that was mentioned earlier.  
Resources Available to Employees
	While training is very important, employees also need support in the actual moment when conflict is occurring. The following resources are available to every employee. Starting off with a mini wallet card which is a quick reference guide that summarizes the seven step conflict resolution framework. They will also receive a digital version via email which can be downloaded. The second resource is an anonymous reporting portal which will be a secure and confidential submission system for HR concerns. This portal will be for mainly employees who do not feel comfortable saying something directly or do not feel comfortable with their naming being on that concern that they submit. A very unique resource is the employee assistance program which would consist of free counseling that is confidential and will be available 24/7 through a provider. The next resource is the managers toolkit which will consist of a facilitation guide, conversation starters and a checklist for navigating difficult conversations. These managers will know and have these tools, if they were ever in a conversation where they needed this tool kit, it will be like second nature to them. Continuing on, the next resource is peer conflict coaching which was mentioned earlier but is when colleagues can help you navigate a situation or just get general guidance. Lastly, there will be quarterly culture updates which are just reports from the culture health metric data and updated policy changes as well because every company can always improve no matter how big or small the change is. 
What Good Looks Like
	Culture is not necessarily something that can be captured by one single thing. Indicators of a healthy conflict culture would be characterized by employees willing to address concerns early and directly. When companies manage conflict well it is usually because the employees do not bottle up or avoid concerns, they instead address them using the communication tools and frameworks the company has provided. They demonstrate the ability to hear and genuinely consider different perspectives other than their own in discussion rather than debate (SHRM, 2024). When companies are in team meetings or in a team environment at that specific time, a healthy conflict would be if a team engages in constructive disagreement and are able to all have different perspectives and opinions but they treat the perspectives and opinions as valuable inputs rather than attacks to authority. High performing teams in a conflict competent culture are characterized by strong mutual accountability (CIPD, 2024). Good signs to look for in companies that experience a positive conflict culture would be a decrease in voluntary turnover, increases in employee engagement survey scores and reductions in HR filings. 
Evaluation: Measuring the Impact of Conflict Resolution
	No matter the type of conflict resolution strategy, it cannot go unmeasured because then it will remain stagnant and will be incapable of showing improvement and cannot prove its worth to the company. This cannot be just an optional type of add on to the company, it needs to be required and needs to be a required and non negotiable part of the strategy. This evaluation will indicate the strategy's actual impact on the company’s culture and performance. There will be an evaluation of an escalation rate, resolution time, training completion, culture pulse score, retention rate and the employee net score. To go deeper into these metrics, starting with the escalation rate, that will track how often conflicts are being escalated. If the escalation rate is  declining then that shows positive signs of resolving issues earlier than being allowed to grow and bleed into other employees or things. That ultimately shows a good sign that the training and communication strategy is working. The second evaluation is resolution time which will measure how long it takes to resolve the conflict at hand once it has been flagged. If there are shorter resolution times than that indicates that managers and HR are responding quickly and efficiently. Third, is to track training completion that will monitor and show what percentage of employees actually complete the required training modules. That can also be an accountability metric as well. Fourth, is the culture pulse score, which is basically just showing how people feel about the workplace culture and how psychologically safe they feel. The fifth evaluation is the retention rate, which tracks whether employees are staying at the organization or are quitting. The last evaluation is the employee net promoter score, which measures how likely an employee is to recommend the organization as a great place to work. 
	When it comes to quantitatively and qualitatively measuring the HR escalations, resolution time, training completion, culture pulse scores, manager effectiveness and voluntary turnover. There are certain indications that will be measured. Starting off with the HR escalations, it will be measured quarterly and this will be tracking the number of complaints. Next, resolution time, which will be measured quarterly too but measures the average number of days it takes to resolve a reported conflict once it has been flagged. Following that will be training completion, this will be measured monthly and will show how many employees have finished the training modules. The culture pulse score will be measured bi monthly and this will come down to how many people actually respond to the survey sent out asking employees how they feel about the workplace environment. Next is manager effectiveness, this will be measured semi-annually and this will use a 360 degree feedback which is input from their employees, peers, reports and supervisors which focus specifically on how well managers handle conflict situations. Last, we have voluntary turnover which will be measured quarterly and will track how many people are choosing to quit. As these were stated earlier, I wanted to go into a little more about what is actually being measured and when they are being measured. 
The Review Process
	When evaluation data is present, it is only useful if it is actually reviewed by the right people and at the right times because they will help make decisions and actions. This review process will involve different teams at different points during the weeks, months and years and will push toward not only holding people accountable but make sure the strategy still keeps improving over time. 
	At the monthly level, this will involve the HR team and will review escalation data and training completion rates. They will also flag issues and patterns that require immediate attention. This feedback will allow organizations to respond quickly to concerning trends. When the monthly review meetings happen, they should be data driven, action oriented, and brief. 
	At the quarterly level, it will involve the people operations and this team is responsible for the organizational design of the company, culture strategies and HR program management. When culture metrics arise, they need to be reported to the executive leadership. These quarterly reports will include data that tells us about the state of the conflict resolution culture, progress that has been made since the previous quarter and what adjustments need to be made moving forward. 
	At the semi-annually level, that will involve the department heads, which will meet for a full culture review. This brings together multiple perspectives from different teams in the company. These semi-annual reviews will go over updating training content, as well as produce specific recommendations for content and program changes.
On an annual basis, this will involve the whole entire company and will be engaging in a comprehensive review of the conflict resolution strategy. This annual review will include updates to policy, goals, training content, targets that were established that should have been reached, and lastly a forward looking planning process that will set priorities for the upcoming year. This annual review is also an appropriate occasion for recognizing and celebrating success amongst the company, and reminding the entire company of the values and principles that this strategy was designed to protect and promote in the first place. 
A Strategy in Motion
	When it comes to understanding a conflict resolution strategy, it needs to be understood that this is not a destination, but a journey. This is not just a problem that can be solved once, it is something that needs to be revisited and strengthened at all times. The four step continuous improvement cycle which is organized around four actions which are, measure, analyze, improve and communicate which provides the framework for this strategy. 
	Starting off with the measure step, you will need to collect data from the pulse surveys, HR numbers, and 360 degree feedback. Having effective measurements not only requires using the right tools but you need to commit to giving yourself an honest assessment. So no matter what the data reveals, it is what the truth reveals, even if it is uncomfortable. Second, the analyze step, that  involves looking at the data and figuring out what is going wrong and why. This step is basically just making sense of the data that is collected. You do not just read the numbers, it requires interpretation, and attention to context and detail. When it comes to analyzing this data though, it needs to be in the hands of an appropriate expertise which could be HR analytic professional, organizational developmental specialist or a type of consultant. These individuals need to be able to identify both strengths and weaknesses to build upon and gaps to address in the company. Third, we have the improvement step, which will refine training, policy, and resources from what individuals have found in the strengths, weaknesses and gaps. This could involve updating training content, revise policies, redesigning communication materials and just changing the general structure of the review process itself. When it comes to improvements, it needs to be specific, have a clear deadline and be placed in the hands of the people who are responsible for making them actually happen. Furthermore, you need your employees to make commitments to certain changes and take accountability to produce meaningful change. The last step is the communication step, which is undervalued but essential to maintaining company wide trust and engagement. When employees see that their feedback leads to real changes, they are more likely to actively keep participating in the surveys authentically and honestly. Companies should and need to communicate improvement actions directly and acknowledge what is working and what still needs attention. This four step cycle needs to be a regular practice in companies rather than just a one time thing because that can lead and foster an environment where a company can grow, adjust and move forward. 
Conclusion
	Workplace conflict is not a problem that can be solved in one single training or one changed policy. It is a recurring aspect of the working life that requires a steady, intentional and culture driven response. A clear example is being on a sports team, the teams with the best culture are always the teams who end up winning championships. The framework presented in this paper is built around the understanding that managing conflict is never a one person job, it is built on the idea that everyone who is apart of the company plays a part and it works through psychological safety, open and transparent communication, holding people accountable no matter their title and always pushing toward growth and improvement. When these responsibilities are taken seriously at every level, companies gain the tools and directions that they need to build a strong and healthy culture that is built to last forever. 
	According to Dr. Robyn Short, 76 percent of employees who receive conflict management and dispute resolution training experience positive outcomes from conflict ​​(Dr. Robyn Short, 2024). Companies that manage conflict effectively and efficiently see more talent come out of their company, as well as higher levels of employee engagement, and create a more inclusive and innovative environment, which ultimately will have less employees quitting and more likely to recommend the company to others. This type of work environment would make people feel respected, safe and empowered to contribute. This is evidence that the more you invest in your company and employees, the better the outcomes will be. 
	Although, the most important thing from this framework is that culture is not something a company just will have, it is something that a company builds. This is done collectively, consistently and intentionally. As stated earlier, the goal is not to have a workplace free of conflict, but rather to build one where people actually have the skills system and dedication to deal with conflict in a way that is productive, safe and keeps everyone moving forward. When your employee feels safe enough to speak up, when disagreements are welcomed, and when leaders choose fairness over convenience, this is a big sign that culture is being built the right way. When companies invest in conflict resolution strategies, it truly makes the biggest difference. Culture is something that is built in small and big moments.
	No matter what, culture is everyone’s responsibility. When it comes to conflict resolution, it is understood by everyone that it is an everyday practice and not a last resort type of thing. To conclude, conflict resolution is one of the most impactful things a company can invest in and can truly create a workplace environment where every employee can succeed and feel supported.
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