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Reaction Paper 

Hi, 

Interesting assignment! I am wondering if you have read the article already and what your reaction was to the author’s main points. 

I can help with the Abstract or summary, but Part III is your reaction to the paper, which I don’t know.  One approach is for me to provide an illustrative example of one point that Robbins (2003) made in the article. Then, it should be fairly easy to address the other points in a similar manner, while remembering to use “I” and provide two or three reasons why you agree or disagree with the author’s points.   

1. Write a reaction paper 1 ½ to 2 typewritten pages.  A reaction paper is a comparatively short paper that is prepared in summary of a reading assignment that is based on material in a magazine that is not part of the primary assigned text or reference material.  I suggest that you find an article on the internet so that I can review the article as well.  Any subject that is related to the human resources management may be chosen.  Reaction papers are not article reviews.  Your reaction is written in the FIRST PERSON – “I.”  It is your reaction to what you read, its relationship to the course material and/or your personal work experience. 


2. Part II Abstract or Summary – List the main points that the author has tried to establish.  There will normally be 3 to 5 main points (Length ½ to 1 page.) 

The main points that jumped out at me are as follows, but remember that it is important for you to think of this as a tentative outline adding your own ideas and what you see as the main points the author has tried to establish. 

In the article, Resolving Conflict between your managers, Robbins (2003) argues that the manager needs to lead the company and take immediate action when conflict arises between top managers that threatened the security of the organization. In other words, managers need to have emotional competence in order to stop letting feelings of doubt and uncertainty cloud the decision on making process and the need to act, and in order to act from an attitude of strength that isn't threatening to the other players. Robbins suggests several initiatives to get the ball rolling by changing approaches (e.g., participatory and the team approach) in order to work toward the organizational goals. Another point the author makes is that the new organizational approach begins with the leader initiating an open dialogue with all team players by adopting an the team approach, open dialogue, conversation, expression of feelings and work towards a common goal (e.g., survival of the company).  Third, it is imperative for the manager(s) to learn how to manage conflict effectively, and know such techniques as taking a break and regrouping, and to encourage open dialogue, working together and cooperation. Fourth, the manager also needs to lead through mediating the relations between the managers or other team players by hearing both sides, encouraging open dialogue and the free expression of feelings, while withholding judgment. Finally, Robbins encourages continual personal development for the leader/manager through education, such as reading books, and the likes. Clearly, managers need to be leaders first and foremost, with competence to get the team onboard and with the ability to turn conflict into a discussion of aligning around company goals (Robbins, 2003).
 
3. Part III Reaction – Your reaction to each of the points that he author made or attempted to make or an overall reaction.  A simple statement of agreement or disagreement is not enough.  While you may make such a statement by way of an introduction, you must clearly and logically state the reasons for the position that you have taken.  This is your chance to express your thoughts, feelings and opinions – your reaction.  (Length about 1-2 pages)  This is the most important part of the paper. 

Do you agree with the points made by the author?  You need to write this section using “I” since it is asking for your personal reaction to the points.  Do you agree with the idea that the managers need to lead the organization from organizational view and use the team approach? Why? Give examples from your work place that support your opinion.  Can you think of an example where some of Robbins (2003) ideas worked in your place of work?   

Let’s assume that you agree with the author that the manager needs to lead the company and take immediate action when conflict arises between top managers that threatened the security of the organization. It might look something to the effect….

Robbins (2003) argues that the manager needs to lead the company and take immediate action when conflict arises between top managers that threatened the security of the organization.  I strongly agree with Robbins for several reasons. First, there is a lot of empirical evidence that supports the idea that change starts at the top and that the manager must be committed to the change process and encourage employee participation in order to be successful.  As well, this was true in one of my work experiences.  For example, many of the different team leaders refused to communicate across groups, which causes tension, animosity and division of the employees. The work culture was tense and isolated.  However, when the manager finally stepped up to the plate and called a team meeting and encouraged open dialogue across teams, things began to improve.  Until that time, the manager had stayed in his office and did not involve himself in organizational politics, as he had referred to it.  However, over time, I was thinking about looking for another place of employment (as were other employees).  It was effectively the reputation of the organization, as well as the organization goals were not being met as effectively as they might. When the manager adopted a team approach, we met once a meet to discuss old and new news. Employees, including myself, gradually began to open up, and we began to feel passionate again about meeting the organization goals. 

Second, managers need to have emotional competence in order to stop letting feelings of doubt and uncertainty cloud the decision on making process and the need to act, and in order to act from an attitude of strength that isn't threatening to the other players. Do you agree with this statement? Why or why not? Try to provide an example from work, if you can, as one reason (rationale) for your opinion. Empirical evidence is also important to draw on as well as your course material.  Try to provide at least two reasons or rationales for your decision (agree or disagree with the author’s points), and three whenever possible.  

Third, it is imperative for the manager(s) to learn how to manage conflict effectively, and know such techniques as taking a break and regrouping, and to encourage open dialogue, working together and cooperation. Do you agree with this statement? Why or why not? Again, try to provide an example from work if you can.  Empirical evidence is also important to draw on, as well as your course material.  Have you had a personal experience where a leader/manager took the initiative to call a group meeting, and where she or he encouraged open dialogue that resulted in conflict; but yet was able to manage the dialogue and conflict where it lead to cooperation and working toward common goals? Or perhaps, a time when the leader called for a time out to settle emotions and to regroup? 

And so on…

FINAL COMMENTS I HOPE THIS HELPS AND TAKE CARE. 

(Article for Reaction Paper (#2).doc  View File (downloaded below for easy referencing)
Bid Credits: 5

Deadline: December 11, 2006, 1:45 pm








Resolving Conflict Between Your Managers 

When two of your top people are at each other's throats, you've got to step in and help them make peace. 

By Stever Robbins
August 11, 2003



Resolving Conflict Between Your Managers 

Q: I have two passionate department managers, each with their own management style, who lately have seemed to get mired in territorial issues, and their lack of teamwork is threatening my entire operation. Although I'm aware of the escalating situation, I'm reluctant to upset either one them, as they're both important to my operation. However, I fear the lack of cooperation will cause significant damage to my company. What should I do?

A: Feelings, feelings everywhere. We love to pretend that emotion plays no part in business, but in this case, anger and conflict are pushing your managers apart. Your apprehension and uncertainty about what to do are causing you to do nothing rather than facilitate the peace. Your situation is mired in feelings.

Whatever happens, you have to take the initiative, and you have to do it from an attitude of strength that isn't threatening to the other players. If you go in fighting, you'll create a fight. So choose a different approach; choose cooperation. Start by adopting an organizational point of view: There's a problem keeping the organization from reaching its goals. Start your conversations with the goal of getting the organization moving with everyone on board. If you find yourself starting to drift into confrontation, take a break and regroup. Relentlessly keeping a solution-oriented mindset is essential.

First, try smoothing out relations between the managers. They may be having their own strong emotions about what's happening. If so, start by giving space for them to experience those emotions. Acknowledge both of their experiences. "You seem very upset by this," may be enough. Let them talk and feel heard. Keep your own judgment and reactions out of it; just listen.

Search for a goal that they're both committed to achieving. Survival of the company is a good one, unless you can think of something more specific. Working from the common goal, explain that you've noticed their different styles are really preventing the goal from being achieved. Spend some time listing out their differences explicitly; then go down the list and figure out what you really care about and what you don't, and resolve what you can so you can get back on track moving the company forward. If the root conflict vanishes, things should smooth out all around.

You might also take a look at the following books to help you in facilitating the peace campaign:

· The book Nonviolent Communication: A Language of Compassion by Marshall Rosenberg is an excellent book on communicating around highly charged emotional situations. 

· I highly recommend you read the book Difficult Conversations: How to Discuss What Matters Most by Douglas Stone, Bruce Patton and Sheila Heen. This book brilliantly lays out tactics and strategies for speaking difficult truths and bringing up tough topics.

By taking the initiative, at the very least, you're making sure you're part of the ongoing discussion. After all, if things keep going the way they've been going, a blowup will happen one way or another. This way, you are spearheading some difficult conversations, but you still have a chance to turn the conflict into a discussion of aligning around company goals.

