Analysis
With the evolution of product and service delivery, it has become of particular importance that customer experience and satisfaction become a priority so as to sustain healthy competition and ensure that high standards are maintained by firms or companies delivering to these consumers. To achieve this, corporations have undertaken different studies in regards to what can be done to maximize profitability and at the same time offer the best services and products to their customers. While most of these studies revolve around external factors such as markets, the environment and emergence of technological trends, some studies have focused on internal factors such as management, company policies and strategies, execution and work place relationship. 
Work place relationships are of particular importance to a company since the employees directly influence the output and ability of this company to deliver quality products and services to its customer base. It is thus important to provide an in depth look into conflict management and resolution at the work environment, since this goes hand in hand with determining the nature of the relationships in question. A difference in opinion between factions or individuals can arise due to a string of factors which should be studied in order to come up with viable solutions. One of the main causes of work conflicts is lack of proper management. According to Ngai & Cheng (1997) lack of proper management also results in the failure of a business to deliver on quality promises to its customers. If employees or assets owned by a company are not properly managed disagreements and discontent are bound to arise making it difficult for the corporation to become profitable.
An unfair treatment among employees is another issue that can lead to conflicts. If for example, an employee feels like they are not being treated like they should or somebody else is being given an unfair advantage over them, there is bound to be disagreements. Unfair treatment may arise due to a number of factors among them the fact that since the business strategy of most companies keeps changing with customer demands; competence among employees due to these changes will also start varying with those who are able to keep up, having an advantage over those who are not. According to Jauch & Kraft (1986) management of these changes is a priority for companies that want to keep up with the competition. Consequently this may lead to a shuffle up of personnel and those who are able to meet management demands will obviously have an advantage over those who cannot keep up.
According to Collis (1992) the environment within which a business is built also affects the competency of the firm or business. Poor working environment is bound to affect the morale and diligence of the employed personnel within the business. This can be a catalyst to disagreements rising between employees and management and even among the employees.
To cope with the rising competition and diversity in customer demands, companies and businesses tend to employ different strategic orientations. Miles and snow (1978) suggested that this strategic orientation was what was used by firms to adapt to the ever changing environment. Generally the direction firms take is divided into prospectors, defenders and analyses. While this directions may be decided based on the changes taking place at managerial levels, at individual levels employees may find it strenuous and stressful to step up and may disagree with management policies.
Conflict Resolution Recommendation
As pointed out above, the dynamism of the work place may lead to a rise in disagreements between factions and/or individuals. It is important that these conflicts are contained before they blow out of proportion as ignoring them will only lead to a counterproductive environment which will in turn undermine the goals set by the concerned corporation or business. For instance, conflicts among employees will lead to a breakdown in communication at low levels of the firm leading to issues of incompetence, lack or morale and generally reduced outputs. If the conflict is between employees and the management staff or the employer the consequences may be more severe if the conflict is not resolved within a reasonable time. Overlooked issues in a business or company will often lead to a slowing down in performance and output and in extreme cases the employees downing their tools until their demands are met. At higher levels, the company may be mismanaged and eventually be unable to remain running because the consumer demands are ultimately not met. 
It is thus important that conflicts are prevented to avoid any setbacks that may arise from having to solve them. Strategies should be developed within an organization to counter grievances and discontent among the employees. Generally all these strategies revolve around good management. Employers and managers should come up with viable policies that encourage fairness and discourage discrimination. Communication channels should also be set up through which aggrieved employees can address issues affecting them comfortably, (Mohr, J., & Spekman, R. 138) . The firm or organization should recognize outstanding performance and hard work by offering fair pay for tasks completed and bonuses deservedly. 

However, in most cases it is quite difficult to prevent conflicts before they present themselves. It is thus important that firms and people in managerial positions have procedures and policies in place to manage these conflicts when they come up. A conflict between individuals in a workplace can for instance be solved by listening to each grievance and addressing contentious issues in a way that is fair to both individuals at a personal level (Edelman, L.B.,etal 1993).  It is also important that both individuals respect and believe in the mediator’s ability to be objective and to handle the issue without favoritism, (Lipsky, D. B.,etal. 616).  
Corporate firms should be able to develop proper channels through which grievances from the low levels can reach the people that are tasked to handle them. People in top levels of firms are encouraged to listen to their subordinates and address their concerns in a respectful and composed manner. Personnel in firms should also be educated on ways to handle conflicts and also be a position to mediate. In dire situations top level management can be changed and policies that are not working replaced with those that will be beneficial to all parties involved. For instance, in the case of rivalry between employees, incentives to reward unique ideas can be put in place to encourage healthy competition.
Reflection
Working on this assignment broadened my way of thinking and sharpened my problem solving skills in different environments involving different people. It changed my way of perceiving problems experienced in the work place by persons at different levels in the organization. I was able to analyze why conflicts arise, ways of preventing these conflicts from becoming a problem that could cause damage at individual, corporate and societal levels. 
I was also able to view issues from the victim as well as the offender’s point of view thus expanding my way of thinking beyond being subjective. I realized that sometimes the other person or party is right and the only way to meet halfway is to listen to what they have to say.
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