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Conflict Resolution Scenario
Brian and Erika work at a cloud services firm, and both of them are part of the development team that writes code for cloud applications. Both of them are working on a project together and have two weeks to complete the project before having to pass it for application testing. They also get to report their progress to the same supervisor. Brian is committed to his work and always comes to work on time, his co-worker, Erika on the other hand, often comes to work late and finds loopholes to do the least work and leave early. Their firm has a policy that any employee that comes to work late should meet the supervisor before starting work. One-time, Erika comes to work 30 minutes late, and out of concern, Brian decides to remind her of the firm’s policy, to which she gets angry and tells Brian that their supervisor will never know she was late.
Through the next few days, Erika continues to come late without meeting the supervisor, and Brian, who is now upset, reduces his work and decides not to talk to Erika anymore. The interpersonal conflict represented has the possibility of leading to decreased productivity; hence deadlines will not be met. Moreover, it may lead to more verbal conflict as Brian may feel the irritation is too much and verbally lash out at Erika hence cultivating more disagreement and conflict (Baillien, 2017). The supervisor notices that the project is lagging behind schedule, and in the process of inquiry, he notices the tension between Brian and Erika. After identifying this tension between the two as the cause of the slow progress on the project decides to find a solution to save the whole project and the relationship between the two employees. 
Since the disputants failed to resolve the conflict between themselves, it is essential to organize a meeting with the supervisor as the mediator to offer a lasting solution. To begin with, an effective atmosphere should be chosen, such as the Supervisor’s office and the timing should not interfere with either lunch or personal time of the employees. The resolution process involves sitting down with both Brian and Erika and defining the source of the conflict (De Bono, 2018). It is done by hearing each version of the conflict from the disputants and asking questions to allow for looking beyond the tension and slow work hence identifying the triggers for the disagreement. In this particular scenario, the interpersonal conflict came from differences in opinions that were not openly discussed. The supervisor should encourage open communication while focusing on the needs of everyone involved, and this involves sharing thoughts and concerns (Lytle, 2015).
Brian must have been concerned about Erika’s job and did not want her to get fired for not following the firm’s policy. Brian, however, needs to let Erika share her reasons for coming to work late as this absence of confrontation might have been the trigger for the tension. The supervisor should encourage the two to speak with respect and not out of anger or defensiveness. Erika’s reasons for coming to work late should also be considered; she should be reminded of the significance of following the firm’s policies. Brian and Erika should be allowed to generate options for solving the problem and reach a negotiated agreement, after which they are to shake hands, thank each other and promise to commit to the solution (Webb, 2017). It is important to have a follow up-post meeting to check the impact the resolution has had and identify any needed additional support to avoid future disagreement.
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