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The aspect of conflict management is an important aspect in management sector. (Polychroniou, 2018) popularized five basic modes of conflict which measured personalities in two perspectives: assertiveness and cooperativeness. He had believed that these two attributes together can produce a conflict response. The five modes are described below;
Accommodating is one of the modes of conflict. It denotes a high sense of cooperation and low assertiveness. Accommodating shows that people are given a chance to sit back and relax and fail to stand on their own. Accommodating makes people to be free from conflict and they opt to do what is worthwhile or do what they are required to do at any given moment. Accommodated people feel good and act to be very friendly because they are free from unpleasant interaction (Polychroniou, 2018).
Collaborating is another node of conflict in which both assertiveness and cooperativeness attributes are generally high. Cooperative people clearly state their needs or problems but at the same time try to find solutions from a group. The solution should also meet the needs of the group they are collaborating with. Collaborating people may have same or equally same needs with the group they are collaborating. Collaborative people enhance solutions of win-win and make very good managers. It is important to note that collaborating dictates that people involved will agree on certain matters amongst themselves and also ensure that every individual involved in conflict is satisfied with the issue in question and his/her needs adhered to in a good manner (Polychroniou, 2018).
The third conflict mode is compromising. It defines moderate both in cooperativeness and assertiveness. Compromising people will tend to have moderate compromises. They will not treat issues to great depth and conflicts will get a solution without their needs being fully met. The needs of these people are half way met since these people push for middle-of the road compromises (Polychroniou, 2018).
Competing is another conflict mode with high assertiveness and low cooperativeness. Competitive people are highly aggressive and their target is to ensure their needs are met. They don’t care about other’s needs but they are unresponsive to them. These people tend to use power to ensure that their needs have been met while the needs of others remain unmet. They are concerned with victory in their side and therefore they consider conflict as win-lose.
Finally, avoiding mode symbolizes both low assertiveness and cooperativeness Avoidant people are neither concerned with other people’s needs nor their own being met. These people totally refuse to engage in conflict. They see conflict as something that brings loss to the parties involved in it and therefore lose-lose. 
Scenario three and four are the two scenarios I have decided to address. In scenario three the basis of conflict is the issue of hiring the supervisor. The young woman hired by the manager made other people in the tertiary-care hospital to raise complains. The complaints addressed the issue of behavior of the young woman supervisor. In the scenario it is said that these complains came three months after she was employed as the supervisor. These issues came to VPCS’s attention. The behavioral problems were that the coordinator criticized other physicians in public, the supervisor was not faithful and also about the written report concerning the project. 
The conflict in scenario three should be handled by the use of compromising mode which defines moderate cooperativeness and moderate assertiveness. The VPCA should employ this mode by addressing the behavior problem in a moderate way without going in depth of the issue so that the issue of criticizing other physicians will be moderately handled and the supervisor will stop the behavior. The issue of not being truthful will be stopped by the manager and only the truth will remain in the hands of the supervisor. Also respect will be addressed when writing reports about the project and the supervisor will begin to use language that has respect in it when addressing or passing some information (kuo et al., 2019)
In scenario four the cause of the problem is the reduction of lectures and replacing it with small-group learning. This addressed on the real patient cases. This made to changes in the roles of both clinical and basic science faculty. There before dental students took the course in anatomy together with the medical students but this was not the case but rather the primary lectures are offered at different times simply because it did not match with the schedule of dental curriculum. This made the anatomists lack time to teach the course taken by the dental students. This resulted to some revenues being redirected to cater for the dental school, the missing lecture.
In this scenario the conflict between the dean and the chair of the department of anatomy and cell biology should employ collaborating mode of conflict resolution. The Dean and the chair of the department should plainly state their needs for example they should agree that some money to be set aside to cater for the medical students. The chair also should work with the dean to ensure that some money has been set aside to ensure smooth learning of the medical students. This will ensure that all their needs are met just like the dental students. Also the chair should ask the dean to reschedule learning by ensuring that the number of lectures are returned as before. This will ensure that medical students will have time for their lectures. The dean and the chair should disclose all conflict and put them so as discuss it, analyze and deal with it openly from both parties. In this scenario, they should look at the possible solution, the issue of setting some amount for the department of anatomy since it concerns the whole school. This will ensure that all of them win (Krautscheid et al., 2017).
I chose the third and fourth scenarios as my scenarios of discussion. This made me to consider some of the things in each of the scenario as I will highlight them. Choosing two scenarios from the five given scenarios was not easy but for some reasons I chose scenario three and four as I have discussed above.
The first reason for choosing these scenarios is because they are easy to understand. For instance in scenario three the flow of the scenario is smooth and easily understood. The reasons and the basis of the scenario is easy to identify unlike the first and the fifth scenarios which look more complicated and also the reasons for conflicting are not easy to note and understand. For instance there was the problem of behavior from the young woman who was hired by the manager. Complaints concerning this behavior were raised by different groups but in the same hospital. These groups include; community physicians and community leaders.
It is easy to identify the conflict mode to use in the resolution of the third and the fourth scenarios. This has been made easy by the direct understanding of the scenarios. For instance, in the fourth scenario collaborating mode is used to give a solution to the conflict between the chair of the department and the dean. They are supposed to place the conflicts or differences on the table and try to come up with a method of collaboration that will ensure they are at a common conclusion and both of them win and emerges as victors.  Collaboration is the only conflict mode that tries to ensure that both groups win.
The bother reason for choosing the above approaches is because the information given is delivered in few words. Whatever that is contained in the scenarios is very precise and is given in few words rather than other scenarios which are wordy. Every academician requires to get information in the shortest way possible, meaning few words for complete and precise information. The wordings determine a lot whether whatever is yet to be delivered will reach the audience in a good way and in a well targeted manner. I decided to disqualify other scenarios for this reason.
In my choices there are advantages and disadvantages as I will highlight them below;
The main advantage of the scenarios is that it makes the parties involved in the settling of disputes feel appreciated and understood. When one is listening to the issues raised by the concerned people he or she may allow them to express their thoughts and settle their issues. In scenario four where I used collaborating mode allows both parties to win the conflict. This is really the core advantage of my choice.
The other advantage of my choice is that many conflicts emerge simply because of the misunderstanding that comes between the conflicting parties. When the parties in conflict totally expresses their concerns, it can enhance understanding and some sense of mutual respect. The two scenarios I chose do not raise conflict because the people involved cannot listen to each other but because of a misunderstanding that comes from the sources. This misunderstanding is very costly if the correct style of giving solutions to the conflicts is not employed.
Another advantage is that it will dictate the right tone for future conflict resolution. It gives the people involved a common responsibility that will help them solve the problems. For example in my choice of scenario four the dean and the chair of the department will be able to solve their problems or conflicts from the same ground.
There is also a disadvantage of the choice I made on the scenarios.
The main disadvantage is that it takes a lot of time and requires more effort to reach a resolution. This is because for the mediator has to attain a “win-win” conclusion, he must go through a number of solutions if he is using a compromise mode.
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