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Several years ago, I was the president of a nonprofit school organization.  Part of my duties that year was to plan an event that honored American Prisoners of War (POW) and those Missing in Action (MIA).  This event consisted of a full day of flag guarding, a honor guard performance, and a speaker sharing their war stories.  To plan this event, I delegated the duties to the organizations beneath me.  I told the honor guard leader that I needed his team to be in place for the performance at 3 p.m.  However, what I did not know was that one of his members took the last twenty minute for flag guarding shift at 2:45 p.m.  When 3 p.m. rolled around, I did not see the last team member in the ready area.  This caused a delay where we had to rearrange the schedule for the main ceremony.  We were able to gain ten minutes from this frantic rearrangement which allowed the final member to finish his flag guarding shift and join the team.  Once he arrived, the honor guard did their performance and the ceremony continued as planned.      
A week after the event, my organization talked about what could have been improved.  The top item on our list was the honor guard team showing up late.  After some discussion, I said I overlooked the timing for both the flag guarding and honor guard so that’s why they were late.  It was my fault for overlooking those details.  Therefore, it would have been better had I been more selective with the information I processed and what I gave my attention to (Walgrave & Dejaeghere, 2017). This event was a continuous 24 hour event that took six months to plan.  Because there were so many details and so much information, I had failures in the event.  The amount of information I had exceeded by ability to process it (Griffin et al., 2020). 
I took a lot things away from this experience, one that stands out is managing what is important.  There was always information to look at and people to talk with, all of this overloaded by ability to work effectively.  Information overload could cause inappropriate decisions and incorrect courses of action (Jones & Kelly, 2018).

Peer Response #2

Find an example in your own experience of some kind of nonproductive or dysfunctional conflict in a decision-making scenario. Describe the situation, and try to discern what factors caused the parties to refuse to cooperate, and why there seemed to be no way to resolve the conflict. Perhaps the root cause of the impasse was the inability to separate interests from positions (people), or perhaps it was a matter of adopting the wrong conflict management style for the particular circumstance. Dysfunctional conflict seems to be far more common in life than functional conflict. Maybe there are reasons for this phenomenon, embedded in the human psyche.


Throughout my military career, there have been several educational experiences that have occurred that expanded my view on conflict resolution as a result of dysfunctional teams. Variable personalities play a huge factor in how differences of opinion are embraced or rejected, in addition to limited resources, task completion approach, and lack of communication.
During one of my military training courses, we were placed in a group setting with a problem to solve. Our backgrounds ranged from careers in physics, business, services, maintenance, and no career experience as well. Our race, age, height, weight, and physical abilities varied but the challenge was to cross from one area to another, to include moving all team members and equipment used, in a short period of time. We had limited resources and all team members must be involved in the process. A leader was designated by the evaluator and team members were assigned roles by that leader. Our physicist was crucial in calculating all possibilities but suggested a course that did not meet the timeline given. The services and maintenance personnel were exceptional at moving the team and equipment but were not all inclusive of other team member’s ideas. The team began to argue as the minutes slipped away from us. The focus became on attacking personal experience or lack thereof in some cases. Instead of remembering the end goal, team members argued about who had the most experience in these situations and was able to make the most qualified decision. Some team members withdrew their participatory efforts and became isolated. Others fought for roles of power and influence. Ultimately, a breakdown in communication and sabotage ended up in mission failure. Although this was not a scenario that resulted in real world mission impacts, it demonstrated the result of a dysfunctional conflict.
When reflecting on this event, several factors came into play. Some team members focused on the equipment and personnel movements; others focused on a precise strategy outside time constraints. Everyone envisioned the process differently which led to process conflict. Additionally, the roles designated were not clearly defined initially which created confusion as to who was responsible for what aspect of the goal. Griffin et al. (2018) stated process conflict is amplified by role ambiguity. A leader that clearly defines those roles in the initial phase of development will greatly reduce the likelihood of conflict in this area. Furthermore, criticism of qualified personal experience and selective information intake led to additional conflict among team members. According to Jin et al. (2019), members with negative feelings become selectively sensitized to accept ideas that confirm their bias. When team members chose to ignore all information applicable to the problem, they are reducing the potential productivity that comes from creative brainstorming techniques. When a team recognizes these factors and accepts the role of each individuals’ emotions, a resolution can negate these ineffective feelings. Boroş et al. (2017) stated, group emotional awareness is an effective way to limit task conflict, a catalyst for relationship conflict, and improve overall team effectiveness. It is essential for leadership to resolve conflict in a style that fits the personnel and situation at the given time. When left unchecked, conflict consumes the positive energy in the group and destroys the opportunity for personal growth.


