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A situation where a manager at Global ProTech company is frustrated because an employee has been chronically and unpredictably late to work many times requires quick resolution before the tension escalates. The cause of the tension, in this case, is the employee's lack of adherence to the company’s flex-time policy regarding arrival time. In resolving this dispute, a comfortable place is chosen so that collaboration is easily facilitated to resolve the conflict. Once the manager and the employee are seated in a private room, it is appropriate to greet both parties and thank them for coming to the meeting while also welcoming them. Both parties get to agree on what the dispute is about, and this happens after the facilitator and the parties involved have discussed the issue to be addressed and the purpose of the meeting. Boundaries are also set so that both parties know the accepted standards of behavior during the meeting.
It is followed by the facilitator asking the manager and the employee to each share their perspective on the issue one at a time. The facilitator remains neutral and utilizes active listening skills such as asking questions to seek clarification, reading the body language of each person’s, and paraphrasing what is said when necessary. It is here that the employee will get to know how his behavior has affected his manager, and the manager will also identify the cause of the employee’s behavior. The facilitator has to ensure that the concerns and interests of each party are clearly put out an example being the need for the employee to care for an older parent. Moreover, the frustrations of the manager are also crucial because Global ProTech has flex-time policies put in place to dictate start and end times for workday arrangements. Everyone speaking up to state their needs allows for the full picture to be painted hence easy solving of the conflict (Thomas, 2006).
Once the full picture of the conflict is displayed for both parties, then an effective conflict management strategy is affected, and this begins by the facilitator sharing Global ProTech flex time policy with both parties (Baumgardner, 2012). The facilitator should give both the manager and the employee a chance to propose possible solutions to the dispute, after which everyone involved gets to evaluate the options for a solution. Because it is a collaborative process, the solutions to be prioritized for consideration should be able to meet everyone’s needs to the greatest extent possible. Both parties should be able to identify common ground that allows for a win-win situation. Once a solution is accepted by both parties, an action plan should be created to enable the implementation of what has been agreed.
Also, a plan for evaluating the effectiveness of the accepted solution is put in place, and this forms a basis for checking for the progress of the resolution. After a solution has been accepted by both parties and an implementation plan crafted, the facilitator asks both the manager and the employee to share their perspective, which involves reactions and feeling to the whole process (Reio Jr, 2017). It is followed by the facilitator's perspective on how the meeting has unfolded after which a summary of what has been discussed and agreed upon is stated by the facilitator one more time. The meeting comes to a close when both parties agree to commit to the solution provided and own their responsibility to the resolution. The shaking of hands between the manager and the employee is a final show of agreement, and this concludes the meeting in a win-win situation where everybody leaves happy.
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