

Unit Lesson 2  Assignment and Reading Material are in this document

Instructions
Read the following article from Unit II’s Required Reading (located in the Unit II Study Guide): 
Lytle, T. (2015). Confronting conflict. HR Magazine, 60(6), 26-31. Retrieved from https://libraryresources.columbiasouthern.edu/login?url=http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=103708484&site=ehost-live&scope=site 

After reading the article, analyze the scenarios provided below, and choose one to discuss in your case study paper. In your case study, be sure to address the following items: 
· Begin the discussion by identifying which of the scenarios you chose. 
· Include a brief statement that identifies your style of conflict management. 
· Use the information provided in this unit to develop a process to resolve the conflict. 
· Describe how you would handle the workplace investigation for the chosen scenario. 
As a result of a merger, the organization decided to decentralize its human resource management (HRM) functions and create area human resource (HR) generalists across the United States. One of their responsibilities is to handle all employee relations issues. You report directly to the senior vice president of HRM in the corporate headquarters in New York, and there is a dotted line reporting relationship to the vice president of field operations in your area, which is located in the Midwest. You just arrived at your new location for this position about six days ago. 
Armed with the information you have learned in Units I and II and aided by your own experience and ability to research, please read the scenarios below, and select one for this assignment. Please answer the questions, and follow the guidelines presented. 
Scenario #1: 
It is Sunday evening, and you receive a phone call from an employee, Ellen, who lives several states away. However, she lives and works in your area of responsibility. Ellen is emotional and states that she can no longer tolerate her young coworker being sexually abused by the manager in their three-person office. She gives you the coworker’s name and phone number, and she tells you that the young woman wants you to call her later that evening when her husband will be asleep. As requested, you call the coworker, Tammy, and she states that she is afraid of losing her job. Tammy is emotionally upset and says that she fears that if her husband knows about what the manager is doing, he will confront him at the office, and there may be violence. Tammy informs you that the manager has a violent temperament and is prone to explosive outbursts. 
Based on your knowledge of employment law, conflict management, and investigation procedures, what would be the best way to handle this situation? For example, what laws are involved? Where do you start? Who do you notify? When do you start? What do you tell the coworker (Ellen) and the employee (Tammy) who made the complaint? 
In this situation, you are the employee relations representative for the organization. What is your role in the investigative process? Describe the steps you will take to investigate this employee complaint. 
Scenario #2: 
While conducting HR audits in the offices throughout your area, the newly promoted area director catches up with you to see how his offices are doing, and he invites you to lunch. While at lunch, he confides in you that he feels very uncomfortable with a certain highly regarded branch manager because she is always touching him inappropriately, and she does this in private as well as in front of her staff and vendors. He has politely asked her in private to stop this flirtatious behavior, explaining that it was unprofessional and that it makes him uncomfortable. Her response was to laugh it off, and she told him he was just too uptight. 
She is a top performer, and he does not want to lose her or fire her; however, he asks you to talk with her to reinforce his request to stop the behavior. 
What is your response to the area director? Based on your knowledge of employment law, conflict management, and investigation procedures, what would be the best way to handle this situation? For example, what laws are involved? Where do you start? 
In this situation, you are the employee relations representative for the organization. What is your role in the investigative process? Describe the steps you will take to investigate this employee complaint, and explain how you will resolve the conflict. 
Scenario #3: 
Your senior vice president (SVP) of HRM has received a complaint from two branch managers in your geographic area. They are separate but similar complaints concerning Robert, the SVP of Area Operations. Both managers say Robert touches them and other women in the office inappropriately by rubbing their shoulders; the managers also report that Robert makes remarks about their alluring attire and comments that he is in love with them for the great job they are doing. Knowing you are housed in the same area office with this SVP, your boss asks you if you can objectively investigate this complaint. You talk it over with your boss and know he will support your efforts, and you agree to do the investigation. 
Almost as soon as you give your answer to your boss, you receive a phone call from the area SVP’s wife, who somehow already knows you will be interviewing her husband for a harassment complaint. She is irate and states that the charges are ridiculous. She becomes belligerent and begins to degrade the female managers. 
Based on your knowledge of employment law, conflict management, and investigation procedures, what would be the best way to handle this situation? For example, what laws are involved? Where do you start? Who do you notify? When do you start? What do you tell the area SVP’s wife? 
In this situation, you are the employee relations representative for the organization. What is your role in the investigative process? Describe the steps you take to investigate this employee complaint. 
In your response to the scenario you have chosen, follow the guidelines below: 
· Be sure to include academic sources to support your positions/conclusions. You are required to use at least two outside sources beyond the required reading for this unit. 
· Be sure that your analysis is highly relevant, thorough, and remains on topic. 
· Accuracy should be strong, with close attention to detail in all parts of the assignment. 
· Writing should be clear and concise with solid sentence structure and should be free of grammar, punctuation, and spelling errors. 
· Your paper should be at least three pages in length. 
All sources used must be referenced; paraphrased and quoted material must have accompanying citations in APA format. 


No matter where you work, even if it is from the sanctity of your own home, workplace and life conflicts are unavoidable. Hopefully, you have completed the ROC-II inventories in the discussion board exercise and discovered your conflict management style. In real-life situations, you do not get the opportunity to take back what you say, but there is a technique that allows you to stop and rewind or reflect on an interaction. This technique is a part of a conflict management tool developed by Chris Argyris and popularized in the book The 
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Fifth Discipline Fieldbook: Strategies and Tools for Building a Learning Organization; the technique is called the ladder of inference.  
 
The Ladder of Inference 
 
Have you ever made an assumption, acted on it, and found yourself embarrassed or ashamed of your actions because you were way off base or missing vital information? You are not alone; we all make incorrect judgements from time to time, but we can avoid these conflicts and improve our communications by learning to use the ladder of inference model (Senge, Kleiner, Roberts, Ross, & Smith, 1994). 
 
Please watch award-winning author Ed Muzio describe the ladder of inference model by clicking the link in the reference below. 
 
Muzio, E. (2011, January 26). The ladder of inference creates bad judgment [Video file]. Retrieved from https://www.youtube.com/watch?v=K9nFhs5W8o8 
[bookmark: _GoBack] 
Click here to access the transcript for this video. 
 
While we can make bad judgments by jumping from data within our perception of beliefs to actions based on assumptions, we can also learn to use the model to avoid these jumps by checking our assumptions before we misjudge or create a workplace conflict. If conflict does occur, this model may be used by employees to retrace their steps, check their assumptions, and unravel the conflict themselves (Senge et al., 1994). There are times, however, when a human resources (HR) professional must intervene with a thorough workplace investigation. 
 
Workplace Investigations  
 
Today’s supervisors spend one fifth of their time dealing with employee conflicts (Ramsey, 2005). These arguments often distract daily schedules, demoralize the environment, and jeopardize productivity. They can lead to unsafe and aggressive hostilities. When these conflicts are not addressed, the tension spreads throughout the workplace, and the issues become everybody’s problem. 
 
Causes of these conflicts vary; causes can range from increased stress and competition to frequent restructuring, downsizing, and mergers. Workers are asked to do more with fewer resources, and the stress causes frustration and anger as well as job insecurity. In an unstable work environment, it does not take much to ignite an argument due to false impressions based on generational differences, race or cultural differences, narrow-mindedness, discrimination, or other perceived injustices. Supervisors must intervene when conflict, such as employees refusing to cooperate or share information, is disruptive to the workforce (Ramsey, 2005). 
 
If the conflict is a common topic of conversation in the workplace or it is brought to the attention of management or human resources (HR), it is time for management and HR to get involved. 
 
There are several excellent strategies for investigating workplace conflicts, such as harassment, in the required reading materials. We will discuss the minimum actions that need to take place and current changes to the laws that are affecting the investigation process. 
 
If your company receives a complaint, whether formal or informal, it must promptly be given to the individual who will review and investigate the complaint. If it is deemed that there is a threat to the employee or environment, a decision to suspend the alleged harasser must be made while the investigation takes place (Below & Ptasznik, 2014). 
 
The following individuals should be interviewed: the employee who made the complaint, the alleged harasser, and any witnesses identified as relevant or as having information related to the situation. When interviewing, allow the individuals to explain what happened without interrupting. Check facts for clarity by using the four W questions: Who? What? When? Where? Obtain dates and names of witnesses as well as any documentation, if available (Below & Ptasznik, 2014; Woska, 2013). 
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Interview with the employee who made the complaint: Inform the employee who made the complaint that he or she will not be subject to retaliation. You can advise, if it is company policy, that any individual will be reprimanded for filing a false complaint. 
 
Ask the employee who made the complaint what type of solution he or she is looking for during or after the investigation. 
 
Ask him or her to write a statement explaining the facts of the situation. Do not promise complete confidentiality, however, as the information will be shared on a need-to-know basis (Below & Ptasznik, 2014). 
 
Interview with the alleged harasser: Relate each occurrence of the alleged harassment, and give him or her an opportunity to respond. Then, get the alleged harasser to provide his or her version of the facts along with any documentation related to the situation that supports it. Finally, get any names of employees whom the investigator should interview, and explain why (Below & Ptasznik, 2014). 
 
Interview with the witness(es): Provide the witness with a general overview of the complaint. Do not give any details. Ask the witness to provide any information regarding the complaint and to describe any unsuitable behavior that he or she has witnessed. Advise the witness that he or she will not be subject to retaliation (Below & Ptasznik, 2014; Woska, 2013). 
 
It is very important that you do not ask if the witness has talked to anyone else about the issues; if the witness has spoken to someone else, it is essential that you do not ask who was spoken to and when the communication occurred. Also, do not advise the witness that the interview is confidential. 
 
According to Smith (2012), it was determined by the National Labor Relations Board (NLRB) that employees cannot be prohibited from discussing investigations. The NLRB determined that this violates the employee’s rights under the National Labor Relations Act (NLRA). The act protects concerted activities among union and nonunion employees. 
 
According to the NLRB (as cited by Smith, 2012), if employers want to request confidentiality, there needs to be specific concerns—not generalized concerns about the lack of confidentiality. Legitimate concerns, according to the NLRB, include the following issues: there is a need for protection of witnesses, there is a danger that evidence will be destroyed, there is a danger that testimony will be fabricated, and there is a need for prevention against a cover-up (Smith, 2012). 
 
Here is the dilemma: The Equal Employment Opportunity Commission (EEOC), on the other hand, requires employers investigating complaints of sexual harassment to keep the investigation confidential! This is explained in the article titled “NLRB Rejects Common Practices; What is HR to Do?” that is located in your required reading for this unit. 
 
Equally important is the required reading that provides an update on the EEOC’s newly proposed guidance on retaliation, which takes an aggressive stance against retaliation (Smith, 2016). This required reading was released in 2016 with the goal of keeping organizations up to date on retaliation laws. For example, retaliation against employees for discussing compensation may violate EEO laws and the NLRA; this connection may not even occur to the employer. An employer’s most reliable defense against claims of retaliation are consistency in the application of policies and well-documented discipline (Smith, 2012).  
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