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Management: Answers to Questions
Addressing Cultural Perception
An organization's culture refers to the workforce's values and norms that are upheld on a day-to-day basis. The culture determines what needs to be done whenever the management is required to make a decision. It is also the tool that defines interactions and communication among the staff and the behaviors that are allowed in the workplace (Ferraro & Briody, 2017). Whenever a new hire is recruited into the organization's team, the most crucial task is to inform him or her about the organization's cultural expectations. It would mean that the new hire becomes aware of how the management requires him to behave, how he should interact with his fellow workers, and what he needs to do or not do for the organization. The most challenging task for a manager, in this case, would be to recruit an individual whose general cultural background is deemed different from the mainstream workplace environment.
Integrating such an individual in the organizational culture requires the manager to be culturally competent. Thus, he/she would have the ability to interact effectively with the individual from different cultural background. To achieve the goal of integrating the individual into the organization, the manager would need to communicate the necessary information to the individual effectively (John & Roberts, 2017). When assigning tasks to the team members, the manager should use a language understandable to all, including the new hire, while still maintaining the organizational cultural communication. Additionally, he or she may assign the new hire a partner who understands their cultural background.
Also, the manager should enhance strong interactions and understanding among team members. For instance, the mainstream workplace environment may require that individual worker complete their assigned tasks to achieve the team's goals. On the other hand, the new hire may have been used to a culture where team members work together in a single task, step by step, until they achieve the desired objective (Ferraro & Briody, 2017). Thus to integrate such an individual, a workable strategy is required. For instance, the manager may decide to use a team member who does not mind working in groups and partner them with the new hire. Eventually, the new hire will begin to absorb the new environment and adapt to it.
The perception of colleagues may cause frustrations on the new hire, thereby reducing his productivity. The manager should be at the frontline of open-mindedness and provide and understanding atmosphere (John & Roberts, 2017). The manager should first recognize that diversity in the workplace is an important aspect, especially when brainstorming ideas. Thus, he should endeavor to spread this sense of understanding to all the team members. 
The team should be ready to welcome the new hire's ideas, no matter how different they might seem. For instance, the new hire's belief in managing time and how tasks should be arranged in the chronological context may be completely different from the usual team's time management orders (Ferraro & Briody, 2017). Although it may be against the organization's culture, the manager may decide to consider it if the team members agree on its possibility to produce the desired results. Additionally, multiple orientation programs to both the new hire and the veteran team players may work miraculously in integrating the new hire while positively influencing the team members' perceptions towards different cultural backgrounds. 
Assimilating the Native American Culture into European Work Environment
For centuries, the European culture has dominated the mainstream American work environment while the Native American cultures, beliefs, and traditions have diminished. The White Anglo-Saxon Protestant culture has been unavoidable due to the influence Europeans exerted on America during the colonization period (Lokkesmoe et al., 2016). Although the Native American way of life has contributed to shaping various sectors of the United States' social and political developments, organizations have been dominated by European business culture. This dominance may be mostly possible because the White Anglo-Saxon Protestants have been the major job providers and therefore they can dictate the workplace environment.  This group of elites, originally Europeans, may have deemed the Native Americans' traditions and beliefs inferior.
However, it is necessary to consider cultural diversity to incorporate all ideas into the system and impact a feeling of belonging to all workers. One way of achieving this cultural assimilation is by educating and informing the Native American cultural beliefs and traditions into the workplace environment (Lokkesmoe et al., 2016). Native American cultures have been used to shape various sectors of American society, so can an organization shape particular segments of its system according to the Native American beliefs. Nevertheless, assimilating these beliefs into the White Anglo-Saxon Protestants oriented workplace environment requires prudent strategies. 
To successfully assimilate the Native American cultural beliefs and traditions in an organization, the manager should strive to address unconscious workplace bias. Unconscious bias refers to thoughts, preconceptions, and feelings that workers may have about a work environment, without consciously noticing. These unconscious reckonings may influence how the staff views a shift in the organization's culture (Lokkesmoe et al., 2016). To address unconscious biases, the manager should endeavor to create an environment where every worker's belief is treated with respect and understanding. Workers should be encouraged to comprehend that the organization is culturally diversified, and therefore every worker is entitled to think and believe independently.
Furthermore, the manager should attempt to provide Native Americans with leadership positions in a move to enhance their confidence. When these leaders experience a sense of belonging, they most probably feel free to incorporate their cultural methods. Additionally, training and orientation sessions may be used to educate and inform workers about Native American cultural beliefs and traditions (Lokkesmoe et al., 2016). Through these training sessions, the manager may create a mandatory provision that most of the lessons learned should be exercised. Also, the manager should lead by example through keeping an open mind whenever ideas that support the integration of Native American culture in the organization are raised. If such views are mostly considered and implemented, the organization may eventually assimilate the Native American cultures into the White Anglo-Saxon Protestants' work environments.
Violated Expectations
[bookmark: _GoBack]One of the commonly violated expectations by managers in organizations includes poor or lack of communication. In teamwork, subordinates usually expect that if anything goes wrong or right in their project, the manager should notify those (Sós, 2018). However, managers may be carried away by the excitement of their project's success, or the stress of the project's failure that he forgets to inform the team members. Moreover, whenever a project encounters a problem, the team expects the manager to provide a solution. Yet, the manager may be too stressed to think of a way out. In such cases, the subordinates may expect the manager to request their help and provide ideas for brainstorming.
On the other hand, a commonly violated expectation by subordinates is the lack of meeting deadlines and keeping the schedule. The subordinates who interact directly with customers may not meet different customer expectations, such as selling a product that is not similar to the one advertised (Sós, 2018). To ease such disappointments, the customers expect that one should provide adequate information about the product, another expectation that is mostly violated.
In my workplace, the above-described examples of expectations have been violated. Where the communication was poor, the team decided to discuss the project's progress daily. To meet deadlines, a well-structured follow up was devised, and team members managed to reach the leader's expectations. To meet customer expectations, the organization provided accurate information in the adverts to avoid disappointments and consequential loss of customers.
Mediation Techniques
Role clarification is one of the most effective methods of solving responsibility related to conflicts. It is intended to assist both the team members and their leader in understanding individual roles in the team. Most conflicts that develop among team members are role-related since some members may feel that their positions are being taken away (Latif et al., 2018). Whenever such a conflict arises, the team leader may be faced with a difficult task of resolving it, especially if the roles have not been adequately clarified. 
As a manager, if I am faced with such a conflict, I would consider that all the team members want to participate in the provided project. Thus I would make sure that everyone understands what they need to do in a detailed manner. The conflict would be resolved by placing each conflicting party at their workplaces and describing what they should be doing at the moment. If it would help, I would assist in starting what needed to be done. To avoid future similar conflicts, I would be collecting my team member every morning to describe what each member needs to work on for the day.
Sources of Conflicts
Commons sources of conflict among team members include personal issues brought to the workplace. For instance, one worker may have part-time study programs, and instead of focusing on the job, he or she may be carried away by the studies (Bajwa et al., 2020). The team members may be forced to carry out their tasks, confront them, ignore or take the matter to the team leader. In all these options, the productivity of the team will decline. Furthermore, conflicts may arise due to competition over resources. For instance, the allocation of money to tasks and access to information may lead to emotional hatred. When some team members use the resources available more often than others, it may cause rifts in the team.
Communication is another source of conflict among team members. Language barriers or misinterpretation of other member's actions may lead to a considerable conflict; some members may even quit (Bajwa et al., 2020). Additionally, due to low morale, especially when the project seems to be experiencing failures, team members may blame each other, hence causing conflicts. 
Where the source of conflict is communication breakdowns, the manager should provide clear information about each member's role. Additionally, he should be available to assess the feeling of the team members towards one another. Thus, he can easily spot a mishap and solve even an emotional conflict between the team players.
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