conflict resolution in the workplace

Mastering Conflict Resolution in the Workplace: A Comprehensive Guide

conflict resolution in the workplace is an essential skill that can
significantly impact team cohesion, productivity, and overall organizational
health. Unaddressed disagreements can fester, leading to decreased morale,
higher employee turnover, and a toxic work environment. This article will
delve into the multifaceted nature of workplace disputes, offering practical
strategies for effective resolution. We will explore common causes of
conflict, introduce proven techniques for managing disagreements, discuss the
crucial role of communication, and highlight the benefits of a proactive
approach to conflict management. By understanding and implementing these
principles, businesses can transform potential disruptions into opportunities
for growth and stronger working relationships.
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Understanding Workplace Conflict

Workplace conflict, at its core, is a disagreement or clash between
individuals or groups within an organization. It's a natural byproduct of
diverse personalities, work styles, and goals coming together. While often
perceived negatively, conflict isn't inherently bad; it's the way it's
handled that determines its outcome. Unmanaged conflict can be destructive,
but when addressed constructively, it can lead to innovation, improved
decision-making, and a more robust understanding between colleagues. Think of
it like friction - it can cause wear and tear, or it can generate the spark
needed to move forward. Understanding the dynamics of these disagreements is
the first step toward effective resolution.

It's important to differentiate between healthy debate and destructive
conflict. Healthy debate involves the open exchange of ideas, even if they
differ, with a focus on finding the best solution. Destructive conflict, on
the other hand, often involves personal attacks, a refusal to listen, and a
focus on winning rather than problem-solving. Recognizing these distinctions
is vital for anyone tasked with mediating or engaging in conflict resolution.
The aim is to foster an environment where differing perspectives are valued
and can be discussed openly and respectfully, leading to better outcomes for
everyone involved.

Common Causes of Workplace Conflict

The roots of workplace conflict are varied and often intertwined. One of the



most prevalent causes stems from differences in personality and working
styles. Imagine a highly organized, detail-oriented individual working
alongside someone who thrives on spontaneity and big-picture thinking. These
contrasting approaches can easily lead to friction if not managed with
understanding and flexibility. These clashes aren't about who is right or
wrong, but rather about navigating different preferences and finding common
ground.

Another significant contributor to workplace disputes is poor communication.
Misunderstandings, lack of clarity in instructions, or assumptions made due
to insufficient information can quickly escalate into full-blown conflicts.
When people don't feel heard or understood, or when important information
isn't shared effectively, frustration builds. This can manifest as passive-
aggression, avoidance, or outright arguments. Effective communication
channels and practices are, therefore, a cornerstone of preventing and
resolving many workplace issues.

Competition for resources, such as budget, staffing, or recognition, can also
fuel conflict. When individuals or teams feel their needs are being
overlooked or unfairly prioritized, it can lead to resentment and animosity.
Similarly, unclear roles and responsibilities can create ambiguity, leading
to employees stepping on each other's toes or feeling overloaded because no
one 1is taking ownership. Finally, differing values and beliefs, while often
more subtle, can also be a source of deep-seated conflict, particularly if
they impact work processes or team dynamics.

Interpersonal Differences

At the heart of many workplace skirmishes lie simple, yet powerful,
interpersonal differences. People are unique, bringing their own life
experiences, values, and communication preferences to the table. What one
person considers direct and efficient, another might perceive as blunt or
rude. Similarly, introverts and extroverts often have different ways of
approaching collaboration and problem-solving, which can sometimes lead to
misunderstandings if not acknowledged. These differences are not flaws, but
rather distinct ways of being that, when respected, can enrich a team's
dynamic. The key is to cultivate an awareness of these wvariations and to
approach interactions with empathy and a willingness to adapt.

Communication Breakdowns

When words fail or are misinterpreted, the stage is set for conflict.
Communication breakdowns are rampant in many professional settings, leading
to frustration, errors, and damaged relationships. This can range from vague
project briefs that leave employees unsure of expectations to a lack of
active listening during meetings, where individuals feel their contributions
are dismissed. The absence of clear, open, and honest dialogue creates
fertile ground for assumptions to take root, transforming minor issues into
major disputes. Fostering a culture where questions are encouraged and
feedback is given constructively is paramount to avoiding these pitfalls.

Resource Scarcity and Competition

The perception of limited resources can ignite a competitive fire among



employees or departments. When teams feel they are vying for the same budget,
prime project assignments, or even managerial attention, tensions can rise.
This scarcity mindset can lead to territorial behavior, withholding of
information, and a general atmosphere of distrust. Instead of collaborating
towards common organizational goals, individuals may become focused on
securing their own piece of the pie, leading to conflict over perceived
unfairness or a lack of support. Addressing resource allocation transparently
and fairly is crucial in mitigating this type of dispute.

Unclear Roles and Responsibilities

Ambiguity breeds chaos, and in the workplace, unclear roles and
responsibilities are a direct path to conflict. When employees are unsure of
who 1is accountable for what, tasks can fall through the cracks, or multiple
people might end up doing the same work inefficiently. This can lead to
frustration, resentment, and blame when things go wrong. Furthermore, it can
create opportunities for individuals to feel their contributions are
undervalued if their specific role isn't clearly defined and recognized.
Establishing clear job descriptions and project outlines helps to prevent
this common source of workplace friction.

Strategies for Effective Conflict Resolution

Navigating workplace conflict requires a thoughtful and structured approach.
One of the most effective strategies is active listening. This means not just
hearing the words spoken, but truly understanding the speaker's perspective,
emotions, and underlying needs. It involves paying attention, asking
clarifying questions, and summarizing to ensure comprehension. Active
listening demonstrates respect and can de-escalate tense situations by making
individuals feel heard and valued.

Another powerful tool is focusing on interests rather than positions. A
position is what someone says they want, while an interest is the underlying
reason why they want it. For example, two people might be arguing over who
gets the corner office (a position), but their underlying interests might be
a desire for more natural light, less noise, or a perception of status. By
exploring these underlying interests, creative solutions that satisfy both
parties can often be found, moving beyond a win-lose scenario.

Mediation, either through a trained HR professional or a neutral third party,
can be invaluable. A mediator facilitates communication, helps parties
identify common ground, and guides them towards a mutually agreeable
solution. This is particularly useful when direct communication has broken
down or when power dynamics are uneven. The goal of mediation is not to
assign blame, but to help the parties involved find a way to work together
productively moving forward.

Active Listening and Empathy

The bedrock of resolving any disagreement is the ability to truly listen and
understand. Active listening goes beyond simply waiting for your turn to
speak; it involves immersing yourself in what the other person is saying,



both verbally and non-verbally. This means putting away distractions, making
eye contact, nodding, and asking open-ended questions to encourage them to
elaborate. Crucially, it also involves trying to understand their emotional
state and the 'why' behind their words. Practicing empathy - the ability to
step into someone else's shoes and see the situation from their viewpoint -
is a powerful de-escalator and builds bridges of understanding, transforming
potential adversaries into collaborators.

Focusing on Interests, Not Positions

It's easy to get bogged down in what people say they want - their stated
positions. However, truly effective conflict resolution requires digging
deeper to uncover the underlying interests driving those positions. Think of
it like an iceberg: the position is the tip visible above the water, while
the interests are the much larger, unseen mass beneath. By asking "why"
questions and exploring the needs, fears, and motivations behind a stance,
you can unlock more creative and satisfying solutions. For instance, if two
employees are fighting over who gets a specific project, their positions
might be fixed. But their interests could be professional development,
recognition, or a desire for challenging work, all of which might be met in
different ways.

Finding Common Ground and Compromise

Once underlying interests are understood, the next step is to identify areas
of shared agreement, no matter how small. This "common ground" serves as a
foundation upon which to build a resolution. Even in the most heated
disputes, there are often shared goals or values that can be leveraged. From
there, compromise becomes a key tactic. Compromise doesn't mean abandoning
your needs entirely; it means being willing to give a little to gain
something essential. It’s about finding a middle path where both parties can
feel their core interests have been acknowledged and addressed, leading to a
sustainable agreement rather than a temporary truce.

Seeking Win-Win Solutions (Integrative Bargaining)

The ultimate goal in many conflict resolution scenarios is to achieve a "win-
win" outcome, often referred to as integrative bargaining. This approach
moves beyond the traditional win-lose or even win-draw mentality. Instead, it
focuses on expanding the pie, finding solutions that meet the needs and
interests of all parties involved. It requires creativity, collaboration, and
a willingness to explore multiple options. Instead of seeing the conflict as
a zero-sum game, participants work together to brainstorm solutions that
offer mutual benefits, leading to stronger relationships and more sustainable
agreements. This collaborative spirit is essential for fostering a positive
and productive work environment.

The Role of Communication in Conflict
Resolution

Communication is the lifeblood of any successful conflict resolution process.



Without clear, open, and honest dialogue, misunderstandings will persist, and
disagreements will likely fester. The quality of communication directly
influences whether a conflict escalates or is effectively managed. When
communication is poor - marked by assumptions, interruptions, or a lack of
clarity — it can be the very catalyst for conflict. Conversely, when
communication is skillful, it becomes the most powerful tool for de-
escalation, understanding, and finding common ground.

Effective communication in conflict resolution isn't just about speaking;
it's about the entire exchange. This includes non-verbal cues like body
language and tone of voice, which can convey as much, if not more, than
spoken words. Active listening, as mentioned previously, is a critical
component. It involves giving your full attention to the speaker, making an
effort to understand their perspective, and providing verbal and non-verbal
feedback that shows you are engaged. This creates a safe space for
individuals to express themselves without fear of judgment or interruption,
which is vital for addressing underlying issues.

Framing and reframing are also powerful communication techniques. How a
message 1is presented can significantly alter its reception. For example,
instead of saying, "You always interrupt me," a more constructive approach
would be to reframe it as, "I'd appreciate it if I could finish my thought
before you share yours." This shifts the focus from accusation to a request
for a desired behavior. By carefully choosing words and adopting a
collaborative tone, communicators can steer conversations towards productive
outcomes and foster a more positive resolution.

Verbal and Non-Verbal Cues

The messages we send are a complex tapestry woven from both our words and our
unspoken signals. In conflict resolution, paying attention to both verbal and
non-verbal cues is absolutely paramount. Your tone of voice can convey
empathy or aggression, your facial expressions can signal openness or
defensiveness, and your body language—like folded arms or a lack of eye
contact—can speak volumes about your willingness to engage. Conversely,
attentive posture, nodding, and a calm, steady tone of voice can create an
atmosphere of trust and encourage open dialogue. Understanding and
consciously managing these signals can dramatically shift the dynamic of a
difficult conversation.

The Power of 'I' Statements

When emotions run high, it's easy to fall into the trap of accusatory
language, using "you" statements that can put the other person on the
defensive. For example, saying "You never complete your tasks on time!" is
likely to elicit a defensive response. A more constructive approach is to use
"I" statements, which focus on your own feelings and perceptions without
blaming the other person. An "I" statement might sound like, "I feel
concerned when deadlines are missed because it impacts our team's overall
progress." This shifts the focus from accusation to expressing your own
experience and the impact of the behavior, fostering a more open and less
confrontational exchange.



Asking Clarifying Questions

Misunderstandings are often the bedrock of workplace conflict. To prevent
these from spiraling, the art of asking clarifying questions is
indispensable. Instead of making assumptions, actively seek to understand the
other person's perspective by posing questions like, "Could you tell me more
about why you feel that way?" or "So, if I understand correctly, you're
saying that... Is that right?" These questions demonstrate genuine interest
and a desire to grasp the nuances of the situation. They also provide an
opportunity for the speaker to elaborate and for you to ensure you're on the
same page, preventing further misinterpretations.

Providing Constructive Feedback

Giving and receiving feedback is a cornerstone of professional development
and healthy team dynamics. In the context of conflict, constructive feedback
is essential for addressing behaviors that have contributed to the dispute.
The key is to deliver feedback in a way that is specific, objective, and
focused on behavior, rather than personal attacks. Instead of saying, "You're
always late," frame it as, "I've noticed you've arrived after the start time
on several occasions this week. This impacts our morning huddle." Following
up with potential solutions or offering support can make the feedback even
more productive, turning a potential point of contention into an opportunity
for improvement.

Building a Conflict-Resilient Workplace

Creating a workplace that can effectively navigate and even thrive on
disagreements isn't about eliminating conflict entirely, but about building a
culture where it's handled constructively. This starts with leadership
setting the tone. When leaders model open communication, demonstrate a
willingness to address issues head-on, and encourage respectful debate,
employees are more likely to follow suit. A conflict-resilient workplace is
one where people feel safe to voice concerns and where challenges are seen as
opportunities for growth, not threats.

Investing in training for employees and managers 1is also crucial. Providing
workshops on communication skills, emotional intelligence, and mediation
techniques equips individuals with the tools they need to manage
disagreements effectively. When everyone understands the principles of
constructive conflict resolution, the likelihood of minor issues escalating
into major crises is significantly reduced. This proactive approach saves
time, resources, and preserves valuable working relationships.

Establishing clear policies and procedures for addressing grievances and
disputes provides a framework for resolution. This ensures that there are
consistent and fair processes in place, giving employees confidence that
their concerns will be taken seriously and addressed appropriately. A
conflict-resilient workplace isn't built overnight; it's a continuous effort
that involves fostering a positive culture, equipping employees with skills,
and implementing robust systems.



Fostering a Culture of Open Dialogue

Imagine a workplace where people feel genuinely comfortable speaking their
minds, even when they disagree. This is the essence of a conflict-resilient
culture. It’'s a place where diverse perspectives are not only tolerated but
actively sought out. To foster this, leaders must consistently model
openness, humility, and a willingness to listen. This means encouraging
questions, creating safe spaces for feedback (both positive and
constructive), and demonstrating that disagreements are opportunities for
learning and innovation, rather than threats to harmony. When people feel
their voices matter, they are more likely to engage constructively rather
than resort to passive aggression or avoidance.

Providing Training and Resources

Equipping your team with the right tools is fundamental to building a
conflict-resilient environment. This means investing in comprehensive
training programs that cover essential skills such as active listening,
assertive communication, emotional intelligence, and negotiation techniques.
Managers, 1in particular, benefit from specialized training in mediation and
conflict de-escalation. Beyond formal training, making resources readily
available—1like guides on conflict resolution, access to HR support, or even
mediation services—empowers employees to address issues proactively and
effectively, preventing minor disagreements from festering into major
disruptions.

Establishing Clear Grievance Procedures

When conflicts do arise, having a clear, well-defined, and accessible
grievance procedure 1is non-negotiable. This isn't just about ticking a box;
it's about providing a structured and fair pathway for individuals to voice
their concerns and seek resolution. A good procedure outlines the steps
involved, who to contact, expected timelines for response, and assurances of
confidentiality and non-retaliation. Knowing that there is a formal process
in place can significantly reduce anxiety for those experiencing conflict and
ensures that issues are addressed systematically, rather than being left to
chance or informal, potentially biased, resolutions.

The Benefits of Proactive Conflict Management

The advantages of proactively managing conflict in the workplace extend far
beyond simply maintaining peace. When organizations invest in strategies that
prevent disagreements from escalating, they unlock a multitude of benefits.
One of the most immediate is improved employee morale and engagement. When
employees feel that their concerns are heard and addressed in a fair and
timely manner, they are more likely to feel valued and respected, leading to
higher job satisfaction and a greater sense of loyalty to the company.

Productivity also sees a significant boost. Unresolved conflicts are a major
drain on time and energy, pulling focus away from core tasks and
responsibilities. Employees embroiled in disputes may spend valuable work
hours complaining, strategizing, or avoiding colleagues, all of which
detracts from their output. By resolving conflicts efficiently, these



disruptions are minimized, allowing teams to concentrate on achieving their
objectives and driving organizational success. This not only improves
individual performance but also enhances overall team synergy.

Furthermore, a proactive approach to conflict resolution fosters innovation
and better decision-making. When diverse perspectives are encouraged and
disagreements are handled constructively, teams are more likely to explore a
wider range of ideas and challenge assumptions. This leads to more robust
problem-solving and creative solutions that might not have emerged in an
environment where conflict is suppressed. Ultimately, a conflict-resilient
workplace is a more dynamic, efficient, and successful one.

Improved Employee Morale and Engagement

When employees know that their concerns will be heard and addressed with
fairness and respect, it dramatically boosts their morale. A workplace where
conflicts are managed proactively feels safer and more supportive, leading to
higher job satisfaction and increased engagement. People are more likely to
invest their energy and creativity when they feel valued and believe their
well-being is a priority. Conversely, a workplace rife with unresolved
disputes can lead to disengagement, absenteeism, and a general feeling of
dissatisfaction that permeates the entire organization.

Increased Productivity and Efficiency

Think about how much time and mental energy can be consumed by workplace
disputes. Employees caught in the crossfire often find their focus fractured,
leading to decreased output and missed deadlines. Proactive conflict
resolution cuts through this inefficiency. By addressing issues early and
effectively, you prevent them from festering and becoming major distractions.
This allows individuals and teams to dedicate their full attention to their
tasks, leading to a tangible increase in productivity and a smoother
workflow. It's like clearing debris from a road - the journey becomes much
faster and smoother.

Enhanced Teamwork and Collaboration

Conflicts, when handled well, can actually strengthen teams. By navigating
disagreements constructively, team members learn to understand each other's
perspectives better, build trust, and develop stronger communication
channels. This process of working through challenges together can foster a
deeper sense of camaraderie and mutual respect. Teams that have successfully
resolved conflicts are often more cohesive, better at collaborating on future
projects, and more resilient in the face of new challenges, ultimately
leading to a more synergistic and effective working unit.

Better Decision-Making and Innovation

A common misconception is that conflict hinders progress. However, when
managed constructively, differing viewpoints can be a powerful engine for
innovation and improved decision-making. By encouraging healthy debate and
ensuring all voices are heard, organizations can uncover blind spots,
challenge assumptions, and explore a wider array of potential solutions. This



intellectual friction, when channeled effectively, leads to more robust
strategies, creative problem-solving, and ultimately, better outcomes for the
business. It’s the clash of ideas that often sparks the brightest
innovations.

Practical Tips for Managers and Employees

Whether you're a manager tasked with mediating a dispute or an employee
involved in one, having practical strategies at your disposal can make all
the difference. For managers, the first step is often to remain neutral and
objective. Avoid taking sides, and instead, focus on facilitating a
conversation where both parties can express themselves fully. Creating a safe
and private space for these discussions is also paramount, ensuring that
sensitive information is handled with discretion and respect.

For employees involved in a conflict, it's crucial to approach the situation
with a problem-solving mindset rather than a desire to win. Focus on the
issue at hand, not on personal attacks. Use "I" statements to express your
feelings and concerns, and be open to hearing the other person's perspective.
Remember that compromise may be necessary. Even if you don't get everything
you want, finding a solution that allows both parties to move forward
productively is a win in itself.

Both managers and employees should remember the importance of follow-up. Once
a resolution has been reached, it's beneficial to check in periodically to
ensure that the agreement is holding and that the working relationship is
improving. This demonstrates a continued commitment to a positive and
productive work environment. Building a culture of open communication and
mutual respect is an ongoing process, and consistent effort yields the best
results.

For Managers: Mediating Effectively

As a manager, you often find yourself in the unenviable position of mediator.
Your role isn't to be a judge, but a facilitator. Start by ensuring both
parties feel heard and understood. Create a private, neutral space where they
can speak freely without interruption. Encourage them to use "I" statements
and to focus on the behaviors and issues, not on personal attacks. Your goal
is to guide them toward identifying common ground and exploring solutions
that address the underlying interests of both parties. Sometimes, a simple
agreement on how to communicate better moving forward is the most significant
outcome.

For Employees: Engaging Constructively

If you're involved in a workplace conflict, remember that your goal is
resolution, not victory. Approach the conversation with a willingness to
understand the other person's point of view, even i1if you don't agree with it.
Use "I" statements to express your feelings and the impact of the situation
on you. Be prepared to listen actively and to identify areas where you can
compromise. Focusing on solutions that benefit the team or the project,
rather than just your individual needs, can shift the dynamic from



adversarial to collaborative. Remember, a strong working relationship is
often more valuable than "winning" a dispute.

Documenting Agreements

Once a conflict has been resolved, it's wise to document the agreed-upon
solutions. This doesn't need to be a formal legal document, but a brief
written summary of the decisions made and any actions to be taken by each
party. This documentation serves as a tangible reminder of the resolution and
can help prevent future misunderstandings or a return to the previous
conflict. It also provides a clear record for managers, should any issues
resurface, demonstrating a proactive and structured approach to conflict
management within the team.

Knowing When to Escalate

While many workplace conflicts can and should be resolved at the team or
departmental level, it's crucial to recognize when escalation is necessary.
If a conflict involves harassment, discrimination, ethical violations, or if
attempts at resolution have failed and the situation is significantly
impacting productivity or morale, it's time to involve higher management or
HR. Having clear protocols for escalation ensures that serious issues are
addressed appropriately and that employees have recourse when informal
methods prove insufficient. Trusting your judgment on when to seek external
support is a sign of maturity in conflict management.

Moving Forward: Embracing Constructive
Disagreement

The journey towards a more harmonious and productive workplace isn't about
eradicating conflict, but about transforming it. By embracing constructive
disagreement, organizations can harness the power of diverse perspectives to
drive innovation, foster stronger relationships, and achieve better outcomes.
It requires a conscious effort to cultivate a culture of open communication,
empathy, and mutual respect. When individuals feel safe to express their
views and when disagreements are approached with a problem-solving mindset,
conflict becomes a catalyst for growth rather than a source of disruption.

The skills of conflict resolution are not innate; they are learned and honed
through practice. By investing in training, promoting open dialogue, and
establishing clear processes for addressing disputes, businesses can empower
their employees to navigate challenges effectively. The rewards are
significant: improved morale, increased productivity, enhanced teamwork, and
a more dynamic and resilient organization. The future of work hinges on our
ability to transform potential friction into a force for positive change.

Ultimately, the goal is to build an environment where differing opinions are
not feared but welcomed, where feedback is seen as a gift, and where
challenges are met with a collective spirit of collaboration. This shift in
perspective allows organizations to not only resolve conflicts but to emerge
from them stronger, more innovative, and more united. It's about building a
workplace where every voice contributes to a shared vision of success.



Frequently Asked Questions

Q: What are the most common signs of unresolved
conflict in the workplace?

A: Signs of unresolved conflict can manifest in various ways, including
decreased communication between team members, increased gossip and rumors, a
rise in passive—-aggressive behavior, higher rates of absenteeism or
tardiness, a decline in overall productivity and quality of work, increased
employee turnover, and a general negative atmosphere or low morale within the
team or organization.

Q: How can I ensure I remain neutral when mediating a
conflict between colleagues?

A: To remain neutral, focus on listening to both parties without judgment,
asking open-ended questions to understand each perspective, and avoiding
taking sides or expressing personal opinions. Stick to the facts of the
situation and the agreed-upon process for resolution. Ensure both individuals
have equal opportunity to speak and be heard.

Q: What is the difference between mediation and
arbitration in conflict resolution?

A: Mediation is a process where a neutral third party (the mediator)
facilitates communication between disputing parties to help them reach their
own mutually agreeable solution. The mediator does not impose a decision.
Arbitration, on the other hand, involves a neutral third party (the
arbitrator) who hears evidence from both sides and then makes a binding
decision to resolve the dispute.

Q: How important is emotional intelligence in
conflict resolution?

A: Emotional intelligence is critically important in conflict resolution. It
enables individuals to understand and manage their own emotions, recognize
and empathize with the emotions of others, and use this awareness to navigate
difficult conversations effectively. High emotional intelligence helps in de-
escalating tense situations, building rapport, and finding solutions that
address the emotional needs of all parties involved.

Q: What should I do if a conflict involves a power
imbalance, such as between a manager and an employee?

A: When a power imbalance exists, it's essential to involve a neutral third
party, such as an HR representative or a trained mediator, to ensure
fairness. The process should be structured to protect the less powerful party
and ensure their concerns are heard without fear of reprisal. Clear policies
and procedures for addressing grievances are vital in such situations.



Q: Can conflict resolution training really make a
difference in a workplace?

A: Absolutely. Conflict resolution training equips employees and managers
with the necessary skills to identify, address, and resolve disputes
constructively. This leads to improved communication, stronger working
relationships, higher morale, and increased productivity. It shifts the
workplace culture from one that avoids conflict to one that embraces it as an
opportunity for growth and innovation.

Q: How can I effectively communicate my needs during
a conflict without sounding demanding?

A: Use "I" statements to express your feelings and needs. For example,
instead of saying "You never listen to me," try "I feel unheard when I'm
interrupted, and I need to be able to express my thoughts fully." This
focuses on your experience and a desired outcome rather than placing blame,
making your communication less confrontational and more likely to be received
positively.

Q: What role does follow-up play after a conflict has
been resolved?

A: Follow-up is crucial for ensuring the sustainability of the resolution. It
involves checking in with the parties involved to see if the agreement is
being upheld and if the working relationship is improving. This demonstrates
ongoing commitment to a positive work environment, helps address any
lingering issues, and reinforces the effectiveness of the resolution process.
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