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Conflict at Work
Introduction 
	Conflict is one of the features of dysfunctions in teams. This challenge mainly results from mistrusts and affects the quality of outcomes. Therefore, it is essential to study the roots of conflicts in the workplace to improve the productivity of each member. This report will include a survey conducted on four employees in a software development department to assess the state of conflicts in the workplace. 
Methodology 
	This report involves a qualitative study regarding conflict at work. The research was conducted using a survey that comprised six questions, and each employee was required to provide honest responses. In the first question, the employees were required to answer whether they call out on each other's deficiencies and unproductive behaviors. The second question entailed whether the employee genuinely apologizes as soon as he or she does something wrong. Thirdly, the employees would answer whether they openly admit their wrongs and weaknesses. Fourthly, the interviewee would indicate whether they end discussions with clear resolutions to problems. In the fifth question, the interviewee would discuss if the conflict makes him feel demotivated, frustrated, confident, excited, or nothing. Sixthly, the team members would indicate what they think are the leading causes of conflicts. 
	The four team members included first, Nancy, the project manager who is responsible or budgeting, and scheduling. The second member was Sam –the front-end developer, who is the point of contact between the client and ongoing implementations. Thirdly, Jeff is the analyst who solves problems related to the hardware, and the fourth member was Ammy – the UI designer in charge of the style and graphics of the user interface. 
Results 
	The team members filled their responses online, and the system calculated the score, which turned out at an average of eight. These results indicate that there is a problem in the department as members tend to avoid conflicts. Regarding the specific responses, two out of four members indicated that they rarely call out on their colleagues' unproductive behaviors. The rest replied that they sometimes point out the deficient performances. On the second question, three out of four employees affirm that they genuinely apologize when they do something wrong. The other respondent rarely performs this act. In the fourth question, most members replied that most discussions do not end with specific resolutions. Regarding the fifth question, two respondents answered that conflicts make them feel demotivated as it is a distraction, one of them said that conflicts make him feel confident that issues will be aired, and the other believes that conflicts are exciting as they provide a chance to prove herself. 
	The results are congruent with the summary of the five dysfunctions of a team as they indicate aspects that limit team building. The negative attitude of the members towards conflicts indicates that they are less committed and pay less attention to the results. Lencioni (2012) also affirms that fear of conflicts is a sign that team members avoid most of their accountabilities. Also, the fact that many of the interviewees do not point out each other's weaknesses means they do not have trust in one another. 
Interpretation of Results 
[bookmark: _GoBack]	The results show that most team members are afraid of conflicts. This fear makes them less likely to point out unproductive behaviors portrayed by their colleagues. Besides, members will be less likely to open up about their weaknesses as an attempt to avoid conflicts. Saundry et al. (2015) assert that this approach is more likely to delay the project implementation since a member may not point out the mistakes he makes in his duties. This challenge has an adverse in software development companies since a mistake made in one area may affect the quality of the outcome. Besides, the fact that many discussions do not end with clear resolutions could negatively affect leader-employee relations (Saundry et al., 2015). Consequently, this problem erodes trust and is the main reason why most respondents say that conflicts make them demotivated. 
Application of the Data to Improve Productivity 
	The result from the survey indicates that there is a problem as team members avoid productive debates. Nevertheless, these problematic results can help to provide effective solutions that can improve productivity. Firstly, once the completion of the survey, team members will participate in assessing the outcomes. The project manager also plays a crucial role in applying the results to solve the fear of conflicts. 
	Lencioni (2012) affirms that the mining technique is crucial in resolving avoidance to conflict as it entails encouraging members to bring up previous disagreements. The members should then select one topic to discuss comprehensively in a meeting. This approach will ensure that members resolve previous mistakes that affect the outcome of the project. Consequently, these techniques prevent the repetition of mistakes and enable effective utilization of time. 
	The team leader or project manager can also participate by providing real-time permission for members to resolve conflicts (Hocking, 2016). The leader can perform this duty by reminding the members that conflicts are healthy. This approach will help prevent repressing debates, as this may cause negative implications. This technique will also build members' confidence as they will take part in conflicts to address issues that could not be resolved individually. Besides, this approach will provide members with crucial information on each one's strengths and weaknesses, and this encourages skills improvement and general productivity of the firm (Hocking, 2016). 
Conclusion 
	To sum up, the survey regarding conflicts at the workplace was crucial as it helped discover that most team members avoid conflicts. This challenge is likely to cause adverse problems for the organizations as some mistakes will be repeated, and many opportunities are repressed. Nevertheless, the results point out areas of improvement that can help improve the productivity of the department. The project manager should guide members in developing an organizational culture that encourages healthy conflicts. This approach will encourage healthy debates that will help in achieving the goals and promote the growth of the organization. 
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