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The prevalence of conflicts, in an organization, is inevitable, the reason, type and resolution approach of which may vary depending on the intensity of conflict, its type and impact on the organization’s reputation, competitiveness and sustainability spectrums (Parasashivili et al., 2020). This report discusses my personal indulgence in a dysfunctional and interactive conflict at one of the previous companies followed by explaining the conflict management and negotiation approaches used by the management to resolve it. 
[bookmark: _Toc173599338]Description of dysfunctional conflict
In my previous organization, I was working as an assistant to the HR manager and hence was leading a team of 5 HR interns. At this leadership role, I was responsible to assign daily and weekly tasks to the interns along with analyzing their productivity in adherence to the KPIs. In the second week, I noticed a significant decline in the productivity of one of the interns. During the one-on-one meeting, upon inquiring about the reasons behind his lack of focus towards the assigned tasks, the intern demonstrated a very rude behavior stating that I had been assigning him the most difficult tasks as compared to the other team members. I clarified that the tasks assigned to each team member were pre-decided by the management and the HR lead and hence were allocated on rotational basis ensuring that all the interns get a hands on experience to all the functions of HR. I also offered him to seek my help and guidance for further understanding of the allocated responsibilities. However, throughout the next week, he continuously demonstrated a non-serious attitude towards work refusing most of the responsibilities related to compensation and benefits. As proclaimed by Loughry et al., (2014), dysfunctional conflicts yield frustrated working environment negatively impacting the relational and emotional stability of employees (Deng et al., 2021), the mentioned conflict was not only stressful for me, but continuous allegation about my biased attitude towards other interns also impacted my mental health igniting more relational tension between me and the intern leaving me no choice, but to report the issue to the HR manager. 
[bookmark: _Toc173599339]Categorization as interactive conflict
Luthans et al., (2021) refer to interactive conflict as a situation where conflicting situations arise between two or more individuals about their diverging views about goals and interests. On the contrary, Intraindividual conflict is concerned about the internal feeling of dissociation or dilemma within an individual’s mind (Luthans et al., 2021). In my opinion, the situation is an intraindividual conflict where the intern had assumed me favoring other interns rather than focusing on striving to get out of the comfort zone and complete the assigned tasks. Since the situation persisted after our discussion during the meeting where I had explained about the process of task allocation, which could not alleviate the concerns of interns, therefore, this conflict was prevalent in the intern’s mind justifying its categorization as intraindividual conflicting situation.  
[bookmark: _Toc173599340]Collaborative resolution
The HR manager adopted a collaborative approach to resolve the aforementioned conflict through conducting a meeting with me and the intern. The manager provided an equal chance of argumentation to both of us to navigate through the underlying root cause of the issue. Whilst the intern discussed his concern towards being over-burdened and my biased attitude towards other interns, I also presented the pre-decided task allocation and rotational plan approved by the manager showcasing that we were following all the protocols decided prior to starting the internship program, to which the HR manager agreed. The manager also showed empathy and respectful behavior towards the intern whilst advocating the need for him to divert his attention from over-thinking to task completion whilst not shying away from seeking help. Likewise, the manager also advised me to be a guiding mentor for the intern ensuring that he understands the tasks requirements. Resultantly, we both took a step ahead to resolve this conflict through collaborative efforts with mutual agreement (Cioarta, 2020), active listening and identification of common grounds as suggested by Rahim (2023). 
[bookmark: _Toc173599341]Stages of negotiation
In the afore-mentioned conflicting situation, the management followed a five-staged approach of negotiation comprising pre-planning, defining the common ground, justification, bargaining and closure. As a first stage, the HR manager had a detailed meeting with me regarding the issue to understand its intensity and hence realized the urgency to resolve it in order to proceed with a successful internship program. The manager also took notes of the needs and concerns. At the second stage, the HR manager scheduled a meeting with the intern and myself in a conference room proclaiming her familiarity with the issue reported by me whilst advising both of us to be respectful and optimistic during the discussion.  At the third stage of justification, the manager provided equal chances of discussion to both of us whilst showing an empathy, active listening and counter-questioning to understand the concerns shared by both parties followed by helping us find a common ground through collaboration leading to successful closure of the issues as the fourth and fifth stage.
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