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Conflict Resolution
After analyzing the scenario, I would advise Jennifer to make use of Alternative Conflict Resolution mechanisms to deal with the conflicts between the four employees. Some of the most effective alternative conflict resolution mechanisms that I would recommend to Jennifer include negotiation, mediation, arbitration, and conciliation (Meadow et al., 2018). In Negotiation, conflicting parties sit down and talk without the presence of a third party and come up with the solutions to pressing issues by finding common ground through the process of compromising personal gains. This technique takes into consideration the principles of fairness, mutual benefit, and preserving the relationship after resolving the conflict. 
The other conflict resolution mechanism is mediation. Here, the conflicting parties are assisted in coming to an agreement by a neutral third party. However, the mediator only facilitates the process but does not help in coming to an agreement. Similar to mediation, conciliation process also makes use of a neutral third party who helps the conflicting parties come to an agreement (Tuurnas et al., 2016). However, in this technique, the third party has the power to help the conflicting parties to come up with an amicable agreement. Therefore, the third party has more powers in shaping the outcome. Therefore, I would advise Jennifer to go with conciliation since she will be in a better position, as the conciliator, to shape the outcome and therefore she will be able to create a conducive working environment for now and in future.
The primary method of addressing multicultural issues in a working environment is to understand that the working environment is composed of individuals coming from different cultural backgrounds and are therefore most probable to act in certain ways (Jiang et al., 2016). Since individuals have different cultural backgrounds, they are bound to develop resistance towards certain policies that mostly go against their cultures. Therefore, this understanding will help one come up with means of addressing these issues and creating a working environment that is favourable to all. Companies should also come up with common policies that are common to all individuals coming from all walks of life. This will reduce the resistance that comes from individuals as a result of company policies going against their cultural beliefs.
I disagree with Jennifer's decisions and the policies that she put in order to achieve her career goals. According to Dr. Joshi (2014), budget performance should only affect the bonuses that accrue to individual employees but should not affect the salary of the employees either individually or as a group. Also, Mitroussi and Notteboom (2015) argue that in a working environment, docking acts as a demotivation factor which negatively affects the productivity of the employees and also strains the relationship between the employees. Both of these scholarly articles agree that the primary motivation in employees is their salaries. Therefore, I disagree with Jennifer's means, for example, docking, which was a significant cause of the conflict that arose. Messing with salaries is known to be the root of all sorts of resistance at work.
According to Johnson& Marshall (2016), Jill Henley needs to understand that sometimes to convince customers to buy the medical equipment, the sales representatives need to create a personal connection with the customers. However, due to the limited call time, the representatives should limit the extent of connection in order to save themselves and their colleagues from being docked. Jordan Burton should understand that some of the customers find it difficult to understand the videos; therefore, the sales representatives need to explain them. However, the explanation should be kept brief.
Jeff Garvey needs to understand that people have different perceptions of human relationships with each other, depending on their cultural backgrounds (Jiang et al., 2016). However, they should control these perceptions in the instance where the relationships may prove to be costly, especially to their colleagues. The company understands Sonia’s cultural background and her point of argument; however, the company policy is above these policies while others need to be controlled to prevent the other workers from suffering the consequences. Therefore, as employees are expected to conform to the company policies and the working environment.
In conclusion, it is clear that conflicts among employees are inevitable. Therefore, management should create a conducive environment among the employees and should not come up with policies that would affect the employees as individuals or as a group and their relationships. The management should also come up with amicable methods of conflict management that will not strain further the relationship between the employees.
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