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	One of my favorite aspects of project management is examining the various processes of conflict management. When beginning my career at Starbucks, I was a blinded of opportunities because of my naive focus towards my weekly paychecks. Thankfully, that attitude did not last long and within the past five years I have developed into a leadership role at my Starbuck’s store location. As I have gained interpersonal experience, I have developed the competencies to effectively resolve most conflicts I face in my work environment. Out of the five methods to resolve conflict, “confrontation is probably the most common method used by project managers to resolve conflict,” (Kerzner 2010, p. 382). This is usually my first step to fixing an issue after identifying all the details I can like the why, what, how and who. When my first approach fails to work, I attempt to understand the issue further by asking questions and eventually the core of the matter is identified leading to a resolution, or at least a compromise.
	Since I have showcased my ability to solve conflicts, I am not surprised when I am pulled away from my daily work tasks to sit in and mediate between two quarreling employees. Because I work in the same environment, I am not technically a completely neutral, or unbiased, perspective, but since I have established such trustful relationships with my employees they consider my thoughts and request my presence. As a mediator, I make sure the conversation goes towards the direction of resolution. PM Alliance agrees saying, “An external facilitator will have the tools and strategies necessary to balance the power within the team in a way that ensures the right opinions, questions, and concerns are heard and considered,” (2016). Even though this conflict may only be made up of a team of two individuals, if it is not solved there is likelihood other coworkers will be eventually be affected.
	A few years ago we had a manager who had a great personality, but did not possess the proper leadership qualities for his situation. He was a personal trainer and his approach to solving conflicts was a very aggressive type of confrontation. One day, my coworker was having a rough time and my manager just so happened to ask her to stay late. She reacted poorly, ran into our back office and flailed herself on the ground dramatically into a fetal position crying. Behind her my macho manager cornered her on the ground and started yelling in her face. I, in the meantime, watched the whole situation unfold in disbelief. I decided to step in and mediate the situation, telling my boss to take a moment away and giving my empathetic attention to my coworker. The situation was resolved after both cooled down emotionally, but I wonder what would had happened if I did not intervene. Although both individuals reacted unprofessionally, my manager was in the leadership position and is it he is up to him to exemplify desired standards, as well as, showcase proper conflict resolution. He chose a reactive management style and in turn, needed a mediator to resolve interpersonal conflicts. This example explains why it is important to familiarize with proper conflict resolution approaches, and further more, learn to acknowledge when an external facilitator or mediator may need to be involved. 
	I agree with much of the information provided in my research about conflict resolution, but I noticed one quality missing that can be gravely influential when resolving conflicts. This missing component is trust. I have found that establishing trust between you and your followers will make any conflict easier to resolve for numerous reasons. Leaders with strong interpersonal relationship’s are more likely to have high-performance employees, good team morale, and followers that respect or are active in the decision making process. When a leader’s word no longer holds value, his or her followers will no longer feel significant, and that is what I think stems the most production out of team members.  
	 I decided to delve into is the requirements of successful employee staffing when managing a project. In my own experience, I truly believe it takes a special type of individual to work for a Starbucks retail location. Throughout all the members I have trained, and I have trained a lot, there was only one individual who caught on to everything within the first two weeks. Right now, my store manager is struggling to hire strong employees that fit in with our team dynamics. Kerzner makes a valid argument when saying, “It has to be recognized that some people simple cannot work effectively in a team environment,” (2010, p. 383). There is a need to acknowledge this when working at Starbucks especially because some stores are small in size, requiring a close-knit team.
	 If an individual does not work well with team members, they are likely to be disruptive to their coworkers and the project processes. In my case, the problem is revolving around my managers hiring process, in which, Kiron Bondale (2016) is willing to help. In his post, Project Management Advice for Hiring Managers, Bondale applies project management terms to the hiring process stating, “unless the hiring manager is frequently hiring, the act of filling a vacancy resembles a project more than it does a well defined, repeatable and predictable process,” (2016). I thought that this was a creative way for project managers to adopt their own hiring process. 
	Identifying a job description as a a vision or scope of a future employee seems like an innovative way to narrow down applicants. Rather than just having a literal job description, Bondale (2016) recommends looking at the specific requirements of the job and thinking, “about including some deal breakers in there to avoid wasting our time and a candidate’s time if they aren’t the right fit.” After determining a constant, or amount of time to hire someone, Bondale mentions the importance of stakeholder management and governance when hiring and considers other employees to be them. “Human behavior is also a consideration in assigning staff project teams,” (Kerzner 2010, p. 383). This is where a leader would analyze their current team and decide if the new hire fit. 
	Lastly, we compile a schedule of activities for our new hire, as Bondale labeled, scope decomposition. Finally we end with the last step, risk management, that includes spending time on identifying potential problems you may encounter with this new employee. “It’s the kiss of death to assign someone to a project manager’s job if that person is not dedicated to the project management process and the accountability demands,” (Kerzner 2010, p. 384). Overall, I think that Bondale has a great perspective when hiring new employees that is easily supported by Kerzner’s findings in Chapter 10, Behavioral Excellence. 
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