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[bookmark: _GoBack]A group is several people who are placed together or a social unit comprised of several individuals who, in a given period, associate with one another to a certain degree, share attitudes, believes, and behaviors that are similar to them. In an organizational setting, conflicts can arise due to discrimination issues within the system. Therefore it is paramount for methods of conflict resolution and management to be employed to assist in addressing the situation to have a common ground between the conflicting parties. 
In Madison Insurance Company, employees were categorized into different groups in a training program to help them share ideologies and exchange as a learning process. The training program was progressing with no difficulties until the trainer noticed animosity amongst members of a few groups. To understand how the conflict came to place, the trainer decided to sit with the group and discover the drivers of the conflict and the best solution to resolving and managing the situation.
In scrutinizing the sources of the intergroup skirmish in the corporation’s situation, the matter of dissimilarity in interests emerged as the major cause of conflict. The group comprised executives and junior employees who were not in a common ground of understanding in this situation. The seniors in the group used their power to force the other employees to achieve the objectives set. They made their juniors work for long hours with the exclusion of rewards. Hence the subordinates regarded it as a form of misusing them and subjugating them. In their defense of the situation, they decided to boycott doing work they were assigned in unison because their fellow members were unwilling to help but let them do everything.
Moreover, the other drivers of conflict in the group resulted from miscommunication and rejection of norms. The miscommunication was due to poor intergroup contact, often resulting from one group not accurately or openly representing their intents or goals. Each group usually has norms that guide the groups running, from work style, confrontations, and feedback generation. Unfortunately for these groups, their standards were violated by other groups causing room for conflict. In most cases, specific individuals in a given group possess inherent characteristics and social history that impact their groups' conflicts through previously encountered problems. Hence deficiency of adequate and appropriate communication amongst the groups leads to damaging consequences.
In the establishment’s case, the social-psychological methodology was used in solving the intensifying destructive skirmish amid the senior and the junior employees. The technique was designated to pursue comprehension of such conflicts involving subjective and objective elements to be addressed for the resolution to become effective. Therefore it involved the use of a neutral third party in performing a comprehensive conflict analysis. Three phases were involved because conflict resolution involves structural change and subjective relationships such as systems and processes. These were: analysis of the conflict, confrontation, and resolution.
In managing the conflicts, the third involved identified the underlying conflict issues, the demands of the concerned parties, their fears, beliefs, values, and goals of the conflicting groups. It allowed for a mutual classification and building trust amongst the conflicting parties. It was followed by productive confrontation where the conflicting groups engaged directly on the issues that were creating division and agreeing towards a standard solution through problem-solving. The process was collaborative, with each party gaining its time to air their grievances. Therefore sustainable solutions that were self-correcting were developed. They were achieved through addressing vital human needs, creating a mechanism dealing with differences. The technique was successful in resolving the conflict. Alternative means included accommodation of concerns and avoiding coming up with policies that were not uniformly applied. The conflicting parties promised to maximize time in ensuring the success of the groups and the company at large. The seniors, too, guaranteed to alter their poor arrogance and supervisory behavior towards their fellow junior workforces.
The social-psychological approach of skirmish resolution was operative since it successfully connected the lost association of the conflicting parties. The groups' operations resumed to normalcy, and there was appropriate and sufficient communication amid the groups. Since skirmishes are inevitable, accountable measures and guidelines were put in place to minimize their occurrence.  Mediators within and outside the company need training, conflict management programs, and Alternative Dispute Resolution (ADR) too should be incorporated. Achieving resolutions requires the allowance of actual participation of all the interested parties. Therefore, all company configurations should back up the fairness of diverse groups where multiracial and autonomous variety should be encouraged since they have been established to ease intergroup conflicts.
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