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Interpersonal Conflict Resolution
A conflict is a pervasive event in organizations and there is a need to ensure that they are managed well. People, organizations, political parties, and other individuals learn and grow through conflicts as long as the conflict is not dysfunctional and destructive (Dey & Dey, 2020). However, the conflict can only lack destructive effects when it is well managed. After conflicts are managed well, people learn through them which enhance growth in leadership, personal relationship, and organizational relationships. The challenge that most managers have is the selection of resolution techniques that are appropriate for the situation. When managers make good decisions regarding conflict resolution, they can influence the development of relationships effectively and vice versa. 
One type of conflict is interpersonal conflict in the organization. This is the primary category of conflict which occurs between two individuals. It arises from a host of reasons from discrepancies in personal background, working style, and personality. All conflicts can be linked to interpersonal conflicts as most of them involve people in an organization or a group and another person in another or the same group or organization (Dey & Dey, 2020). Every individual has a different course of action which is acceptable at a personal level while different people may have views that are different from the concepts of the individual. In some cases, organizations may establish some circumstances in which two people find themselves in a conflict. For example, two leaders may be competing for manpower resources or limited capital. One of the primary origins of interpersonal conflict is personal discrepancies. This is a major conflict source as people have different family backgrounds, traditions, values, experiences, education, culture, and upbringing. Lack of information is another cause of interpersonal conflicts. When there is a communication breakdown that affects one or several people in the organization, interpersonal conflicts arise. Role incompatibility influences conflicts among many managers in organizations. When the personal roles of the managers are different or incompatible, this influences conflicts. Environmental stress is another factor that influences interpersonal conflicts. Environmental stress is influenced by uncertainty, competitive pressures, downsizing, and lack of resources. 
Case
A typical example is provided by Employment Today which presents a case of interpersonal relationships in an organization. Larry was a manager with a team of other 12 reporting to him including Sarah and George. George and Sarah are not on good terms and they are mostly bad-mouthing each other and snipping. Larry hears George saying that Sarah is a lazy employee and she is not an effective team player as she picks good tasks and the rest are lefts to the other team members. On the other hand, Sarah complains that George is a busy body and a control freak who should mind his own business rather than worrying about her. The other team members discover the breakdown of the relationship between the two workers. The conflict was acknowledged to be the cause of a lack of cooperation in the teamwork. The team members complained to Larry about the conflicts and the manager realizes that some members support Sarah, while others support George. This was a danger sign which might have led to further harm through group conflicts. The leaders are called into the matter because of the harmful impacts of the conflict on the two workers as they could not work together and not even conversing at all. In this case, the main cause of the conflict is a values clash. Values clash happens when two parties have dissimilar ideas concerning how others should conduct themselves or how things should work (Wallensteen,2018). All the behaviors of individuals and their reactions are based on deeply held beliefs and ideas about how other people should do things or behave. Based on individual values, people may hold down deep convictions concerning what is right and wrong. As a result, this leads to judgment, expectations, and assumptions about what other people should do. In this case, George perceives Sarah as a lazy person (judgment), not a good team player (assumption), and that she should carry out her work wholesomely rather than prioritizing some tasks (expectations). 
Solutions
As a leader, Larry should take the responsibility of ensuring that the conflict between the two employees is solved to recover the teamwork spirit in the organization. Angelo (2019) opines that leaders must be consistent in managing conflicts. The conflicts have to be managed professionally. The first step of managing conflicts is determining negative behavior among the parties. One of the negative behaviors that should be considered is defensiveness. Human nature involves the deflection of negative comments about personal issues or beliefs. In most cases, employees focus on conversations that describe other people's shortcomings rather than their own. In this case, both George and Sarah are focusing on each other's shortcomings. Victim mentality should also be considered when solving conflict. In this case, both George and Sarah act like the victims of each other- George views Sarah as a lazy person who leaves him and other team members to work on her unfinished tasks while Sarah views George as a dictator who does not mind his business at work. More so, the informer has to be considered. In most cases, the performance information is presented by the employees' peers that put the leader in a challenge of spotting evidence. In this case, the employers are divided into two supportive groups which relay information concerning the conflicts (Malizia& Jameson, 2018). The leader has to encourage the team members to hold their party accountable which will help in conflict resolution.
One of the conflict resolution strategies needed by the leader is being consistent with the standards of conduct in the organization. The involved parties in the conflict and other employees have to be reminded of the norms and values of the organization to ensure that they change their conduct based on the required standards. Explaining the requirement of the organization concerning the conduct of employees will help the leader to develop a clear reference to address the conflict (Wallensteen,2018). Larry should set the expectations of the company from George and Sarah to ensure that they behave invariably with the standards. The provision of standards and guidelines should be done before conflict resolution. The guidelines should include encouraging the parties to understand each other based on the difference in beliefs and perspectives. 
Also, the leader should instill team spirit among the employees. Negative conduct at work does not only affect leadership but also impacts the team as a whole. It is significant for the leader to discourage the team members from observing and doing nothing about conflicts among their members (Wallensteen,2018). This ensures that conflict resolution is enhanced at the team level unless it is difficult for it to be managed by the leaders. Larry should address the conflict between the two employees by addressing the whole team to ensure that they understand the significance of teamwork and harmony which encourages consistent conflict resolution among employees. 
Furthermore, the leader should differentiate performance from interpersonal issues among the employees. The leader should identify performance issues that are accountable to recognize and address and those issues that are interpersonal and are the subject of conflict resolution (Malizia& Jameson, 2018). Larry has to converse with Sarah on how she prioritizes her duties wrongly which influences issues with her performance. However, George should be discouraged from monitoring Sarah's work to ensure that she does not perceive George as a dictator at work while he is not a supervisor or a manager. More so, the two parties have to be involved in the conversation to realize their interpersonal issues which need to be solved to ensure harmony. It is significant for the leader to focus on the problem and not a person. If the leader knows that one of the parties involved is stubborn at work, this should not be a point of reference for establishing solutions. Pre-conceived attitudes concerning the employees may influence dysfunctional conflict resolution. Focusing on the problem will ensure a fair solution that will not support or downsize a particular party. 
Moreover, the leader has to determine the value clash between the conflicting parties and provide a direction for the solution. In the conflict resolution process, it is significant to determine what values the two conflicting parties hold which is the source of conflict. In this case, George provides his most significant value in the organization as teamwork and hard work. This is evident through his description of Sarah as a lazy person who does not complete her tasks. However, Sarah values talent and strengths which is the main cause of prioritizing her duties. Based on the value clash, the leader should direct the employees to work and improve on their relationship. However, the leader has to avoid intimidation and coercion. Coercing people may manage the conflict temporarily without having a long-term solution (da Rocha & Frazier, 2020). The main aim of conflict management is to ensure that the problem is solved completely. Therefore, the involved parties should be encouraged to take their time and amend their conflicts freely. 
Conclusion
Conflict resolution is a great strategy in an organization since conflicts are inevitable. Conflicts do not have to impact the morale and productivity of the workers. Therefore, effective conflict resolution strategies have to be established. Interpersonal conflicts, the most common type of conflict in organizations involve wrangles between two or more employees. Several interpersonal conflict resolution strategies which have been established in this report include identification of negative behaviors among the parties, developing standards ad norms of the organization, instilling team spirit, differentiating performance from interpersonal issues, and determining clash values that influence conflicts among employees. 
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