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Abstract

Introduction: Transforming hysteria into a positive story to tell depends on ourselves. This
transformation helps us improve as individuals and professionals, develop our leadership skills, solve
problems effectively and efficiently, and serve as positive role models to others.

Objective: This article focuses on presenting strategies that help transforming hysteria (e.g. chaos,
stressors, difficult moments, problems, conflicts) into a positive (e.g. favorable, beautiful, motivational)
story to tell that, also helps to think before acting, solve problems/conflicts appropriately, seek for
professional care and support from both experts and trusted people, to keep in mind that there is always
room for improvement, and serve as a positive example/model to others.

Methodology: A literature review and analysis of peer-reviewed articles was conducted to identify
validated problem-solving strategies. To facilitate understanding and application of those strategies,
examples are presented in such a way that can be used in both personal and professional settings. Also,
artificial intelligence (AI) was used to assist in the development of some of those examples and show how
Al facilitates our job.

Results: The article evidences that adversity can lead to negative emotions and actions. It also
demonstrates that most of the problems in working groups are based on process failures, not personal
conflicts. However, we have the capacity to bring about positive and favorable change and results in any
endeavour we choose. To achieve it, among others, we need commitment, discipline, leadership, and
evidence-based strategic processes. We need to look for the positive side of adversity without letting
hysteria to limit us, dominate our actions, or disturb our emotions and peace of mind. Let’s take advantage
of the story created by hysteria to live life to the fullest.

Keywords: Hysteria; Leadership; Strategies; Process-based and relationship-based conflicts

Introduction

Hysteria! Yes...we all go through moments of hysteria. Human behaviour and mental health
experts define hysteria as a reaction to emotional [1] and physical [2] stressors. However,
due to our differences, Dean et al. [3] denoted that hysteria is expressed in distinct ways.
They added that some people self-provoke mental images projecting decompensation before
others and do not feel good with themselves. Moreover, there are people who experience
depression and anxiety images linked to traumatic memories or challenging situations that
affect their mental health [2,3]. Like a domino effect, it is very difficult to these individuals
to find an exit to their problems; therefore, they create negative mental images that could
lead them to experience hysteria attacks and even more, to act wrongly [2]. Other people,
like me, look for the positive side of issues that helps us to move forward favourably and take
advantage of all lessons learned from each lived experience.

Interestingly, some colleagues, friends, and relatives have told me how impressed they
were by the way I dealt with certain adversities. In fact, they have made comments such as: “I
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don’t know how you do it, | would be devasted!” or, “I really admire
your optimism!”. Others, asked me: “How can you stay so calmed
and normal?” That's when I ask myself: “What is really normal?”.

[ am another human. So, I also suffer and, in occasions, I feel
weak, fragile, and sometimes I have felt like the world has fallen
over me. However, I seek for ways to compose myself and say out
loud: “nothing stops me!”. Many people know me after that saying.
In fact, during difficult meetings, sometimes someone has said:
“let’s calm down...let’s move forward...nothing can stop us”, causing
immediate smiles in all of us. That phrase or saying has become a
common proverb. [ invite you to try it and, if you really believe it,
you will feel better. Come on...say it... “nothing stops me!”.

Following the idea of proverbs, have you ever realized how
many proverbs exist with a negative connotation? Some of them,
despite intending to have a positive message, people start with
negativity; in other words, they place a “no” first. One thing that has
worked to maintain a positive mindset, in both myself and others,
it's giving a positive tone to those proverbs. If the proverb intends
to be positive, but it starts with a “no”, I change it to a positive
statement. In other words, I take away the “no”, or simply move it
to the end of the statement. Undoubtedly, this brings the attention
to any person near me because she or he is not used to hearing the
proverb that way. Therefore, at first, it's annoying to the ear, but
then, the person gets used to it and eventually, collaborates with
changing the negativity to a positive mindset with a simple proverb
transformation. For better understanding, | am going to share
some examples of typical proverbs I've heard often with negative
connotation and how [ change them to positive proverbs. If you
know more proverbs (phrases, saying), try to change them and
think about how you felt after doing it (Table 1).

Table 1: Proverbs.

Negative Proverbs Positive Proverbs

Bad habits are contagious Good habits are contagious

What is not advertised, does not

What is advertised, sells
sell

Who does not follow advice, will

not grow old Who follows advice, grows old

Who does not take care of what he/
she has, will be left begging

Who takes care of what he/she has,
does not ask for more

After the storm comes the calm

Calm comes after the storm

Don’t leave for tomorrow what you
can do today

Do everything you can today, not
tomorrow

If you have nothing nice to say,
don’t say anything

If you have something nice to say,
say it

Nobody takes better care of things
than yourself

If there is someone who takes the
best care of things, it is yourself

Note: Source: Author’s creation.

Although it may sound funny to some readers, I want to add that
another thing that helps me organize my ideas, rethink positively,
and refocus my actions is driving my 1973 Volkswagen Beetle freely.
This action seems contradictory since [ don’t like driving much. In
fact,  wish I could pay someone to drive me around everyday. Well,
let’s paraphrase that, to drive my other car, not my Beetle!

Curiously, my desire to drive is not related to the adrenaline
created by speed, anger, or disappointment. Instead, I do it to enjoy
the panoramic view while driving safely and following the law.
In short, it makes me feel free, self-confident, and secure. That'’s
when my mind works better and start talking to myself. Years ago,
seeing someone talking to himself or herself in a car was probably
considered as “craziness”. Today, with so much technology behind
the wheel, it is perfectly normal. Probably, anyone who sees me
might think that [ am talking on the phone. So, I encourage you to
make a list of the things that make you feel good, especially when
you are going through difficult times. Once you are done, try them
out one by one, and if you can combine them, even better.

If I say that I don’t suffer and that painful situations don’t affect
me, [ would be lying. I don’t know about you, but in my case, when
I go to bed, my head starts racing. Sometimes, no matter how I
manage to fall asleep quickly, I end up staying up late. | have trouble
falling asleep by trying to analyze the situation and searching for the
why and how it happened. I also analyze whether what happened
was caused by a person, for example, by personal situations, or if
it occurred due to a failure in a process. In fact, establishing and
understanding the difference between dilemmas or conflicts
caused by people or by failures in processes is part of what inspired
me to write this manuscript.

Many conflicts between people arise from poorly designed
or contradictory processes, ineffective leadership styles, and
communication problems [4,5], unclear or poorly defined roles
[6,7], and limited resources [8]. Benitez et al. [6] explain that
conflicts are divided into tasks (processes) or relationships
(personal). Process-based conflicts arise during disagreements
about jobs, goals, procedures, and a lack of alignment in objectives.
On the contrary, differences and incompatibility between people or
negative emotions lead to relationship-based conflicts. The authors
add that process-related conflicts are more common and can have
positive effects when managed properly. Certainly, conflicts related
to relationships are more destructive. However, if we are confident
that another path can be taken to continue improving, do the things
we enjoy, help others, and serve as a good example to others, we
must search for it and claim the value that we deserve [9]. There
are multiple routs to do things, including the wrong ones. It is our
job to determine which route we want to choose. I admit that when
[ act the right way and do things right, I sleep peacefully, I feel proud
of myself, my conscience stays clear, and [ walk with my head up at
all times.

Because of above reasons, I have come up with the idea of
transforming hysteria into a beautiful story to tell, a story to
overcome adversity and help us to think before acting. Moreover, a
story thatleads to solve problems appropriately, to seek professional
mental health care and support from trusted people, to keep in
mind that there’s always room for improvement, and to serve as an
example to others. Yes, we can. Yes, there are other ways. Motivate
yourself to seek for them and you will find them. Just make sure that
there are no conflicts of interest, ethical or legal. Given that, always
maintain your professionalism, leadership, and integrity.
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Some battles are impossible to win. Therefore, we must learn
how to choose them. Keeping that in mind, if we decide to face the
battle, there is no reason for backing down. Once we choose our
battle, we must fight to the end, no matter how difficult it may be.
However, when we choose to fight, it is because we are prepared to
face the counterattack, including evidence, arguments, justifications,
witnesses, and support, as appropriate. This is important because
we need to be ready for what the other person will present against
us or his or her defense strategy. If we are certain of our position
and how to face the battle, there is nothing to fear. This is a great
example of what a true leader should do.

We all have stories to tell, some of them are very pleasant and
others, not so pleasant. Under such circumstances, there are still
stories to tell. Let me ask you this, what story do you want to tell
about yourself? How do you want to be remembered? Please, don’t
misinterpret me. I am not saying that we have to live thinking
about what others say about us. Even so, it feels good when others
talk well about us. Nevertheless, we are not a hundred-dollar bill
to please everyone. So, there might be someone who doesn’t like
you, but I assure you that they are not the majority. Therefore, keep
going.

One important thing to remember is that excesses are harmful.
Long time ago, I had a coworker who loved telling jokes. Eventually,
he took another job. As an interesting note, those who knew him
from other offices used to stop by asking for him. When they
realized that he didn’t work there anymore, they said: “no way, he
used to make me laugh a lot..he was a true clown”. Others, said:
“too bad, he was so funny”. Some people only came to listen to
his jokes. Something that brought my attention was that none of
them ever came to him looking for a job-related matter. Even less,
they mentioned anything related to his performance or qualities.
So, I asked myself: “that’s how you want to be remembered, like
the funny guy, the joker, the clown? Although I like to incorporate
humour into my lectures and training sessions, I do so with great
respect and, of course, moderation. I share the opinion of Cao et
al. [10] that humour contributes to the development of positive
emotions and happiness. My goal is for the audience to acquire
knowledge or refresh concepts while relaxing and releasing stress.
In other words, they have a good time as humour is necessary to
help people maintain happiness during negative and challenging
situations [10]. This is done while maintaining professionalism,
leadership, commitment, and without falling into recklessness or
vulgarity.

Sometimes, we feel frustrated, sad, and even disappointed
because certain processes seem to be unfair. Well, of course they
are unfair! But they should not become a reason to give up. On the
contrary, they are a reason to rethink things, motivate ourselves,
and keep moving forward. If we let ourselves be consumed by all the
injustice situations that occur, we wouldn’t even leave our homes.

Next, [ offer additional recommendations that could help
transform hysteria into a story of overcoming adversity. The best
part is that they can be applied in any situation, both personally
and professionally. They also work well individually and in groups.

First of all, I recommend to receive leadership training,
especially in topics that provide the opportunity to internalize the
leadership style that predominates in you. Have you ever asked
yourself, “Who am I when I get angry?” or, “How do I react when
I get upset?”. I encourage you to ask yourself those questions and
be very honest in your answer. It also helps to ask people who
know you well, especially those who wouldn’t lie to you. To do
this practice, it is crucial that you are prepared to hear things that
you may not expect to hear. Therefore, you must be receptive to
endure whatever comes. However, effective leadership goes beyond
learning about our own leadership style. It’s also about how to work
and interact with other people who, in turn, have leadership styles
different from our own. It’s not easy, but it can be done. It takes time
and practice, so I encourage you to begin. Remember my positive
proverb from above, “Do anything you can today, no tomorrow”.

Many cases of hysteria arise from communication barriers. It
is evident that to achieve effective communication, we must learn
to listen. The same hysteria has the person who speaks and does
not listen than the person who listens and does not speak, whether
because he or she does not dare to speak or does not want to speak
or, simply, because he or she is not allowed to speak. It’s incredible
how with so much literature on this subject and everything that is
said about it, it’s still one of the main causes of conflict between
people. That's why the importance of practicing and promoting
effective communication, even in times of difficult, uncomfortable,
controversial, or sensitive topics. In their book, Patterson et al. [11]
refers to that time as having crucial conversations. If you believe
to have problems with effective communication or establishing
crucial conversations, it wouldn’t hurt to seek professional help.
Analyze whether you listen, speak and let others speak, whether
you speak and don’t listen, or if you listen and don’t speak.

Guess what, silence also speaks. Therefore, it is important to
promote effective communication, even if others don’t promote
it with you. Set an example, and if you understand that effective
communication is not possible at that moment, it's best to
resume it later, if necessary. In times of adversity and change,
people follow visionary and inspiring leaders, as well as those
who provide transparent information and opportunity for their
voices to be heard [12,13]. Yet, we interact with people who, sadly,
are impossible to have an effective communication, even less in
controversial or sensitive topics. Taking myself as an example,
once | encounter someone like that, I rather choose the topics to
be discussed with him or her. So, one less hysterical episode for me.
However, we should not run away from problems either. There are
times when we have to take risks and try to communicate the best
we can, even if it doesn’t turn out as expected. At least we try.

As stated at the beginning, all human beings are different. While
diversity is undoubtedly one of the beauties that distinguishes us,
interacting with one another can be challenging and sometimes
complicated. If that were easy, there would be no war. The reason is
because we are difficult to please and satisfy. We tend to find faults
on everything, in other words, we always have a “but”. For example,
we visit a restaurant and even though the food was good, we
complain because the parking was far away, the service was slow,
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or the portion was too small. Perhaps we complain because the
restaurant was too cold or too hot. Maybe the music was too loud
or, conversely, too quiet. These differences and incompatibilities
sometimes lead to negative emotions. Rely on ourselves how we
choose to manage these emotions and transform them into positive
ones. However, to achieve this effectively, we should seek help from
a healthcare professional, preferably a mental health specialist.
Those of us who believe in God could seek strategies that strengthen
our spiritual well-being through theological literature and religious
leaders as preferred.

Through this article, I have conveyed the message of the harm
than can occur, both professionally and personally, when conflicts
arise in processes or between people. In other words, they can cause
chaos or, to stay on topic, hysteria. To manage conflicts effectively, [
recommend seeking strategies that help design efficient processes
and avoid falling into the habit of “blaming others”. Blaming others,
especially in front of other people, is a form of moral self-defence, as
are resentment, contempt, and other negative attitudes [13]. [ keep
repeating that we have the power to transform negative attitudes
into positive ones. I also keep saying that, if we set our minds to
it, we can achieve it. However, we must know when we need help
and when to look for appropriate strategies in order to manage our
emotions and actions.

Leaders take action because they expect a positive outcome,
whether for themselves or significant others, the organization they
work for or belong to, a process or procedure, or working teams.
But everything requires order, discipline, strategic processes,
commitment to those processes, and leadership. So, it is not about
acting for the sake of acting. There must be a purpose for what
we want to achieve and a method for doing it. Part of a strategy
is aligning the objectives and goals with the purpose, as well as
outlining the appropriate procedures for each task or activity
we want to carry out. When working as a team, it's imperative
that consensus is reached among the members, both for aligning
objectives and goals and for outlining the procedures to follow for
each task.

No matter how small, large, simple, or complex is the task,
it should have objectives, goals, and procedures to follow. This
will help clarify processes and prevent misunderstandings or
duplication of effort. Something that have always worked for
me is staying organized from beginning to end. In other words,
organization is automatically part of my working plan. As a result,
the required effort decreases as the task progresses.

For me, this is simply working smarter, not harder [9]. A while
ago, I learned to develop organizational objectives using the SMART
[14] framework. The S stands for Specific, M for Measurable, A for
Achievable, R for Relevant, and T for Time-bound. If you try it, it
will help you align objectives with goals. This is important because
it keeps us focused on what we want to do and achieve. Another
advantage is that it helps us prioritize goals and, of course, organize
the steps for each task according to its complexity, even if we have
to restructure those steps later. However, prioritizing goals involves
making realistic time projections. Since we are not perfect, we
should include adequate and precise room for error, as well as room

for improvement. So, another way to transform hysteria into a story
of overcoming challenges is through an efficient process design.

When designing processes, we must define our role and
the tasks or activities to be performed, meaning our functions/
responsibilities. Roles and responsibilities are not the same thing.
Generally, each role has multiple responsibilities. For example, if you
were a professor, think about all you have to do in order to achieve
that students learn while you comply with the objectives of each
class topic. On the other hand, if you were a student, think about
your responsibilities in order to learn and ultimately graduate with
honours.

Now, what if you were both a professor and a student? Your role
as a professor is definitely not the same as your role as a student.
Consequently, neither are your responsibilities. One thing is to
stand in front of students to teach them, and quite another to sit
with other students and learn from another professor. The roles
as parents, grandparents, uncle/aunt, son/daughter, or siblings
are not the same either. Therefore, it is extremely important to
define and clarify our roles. The same principle applies in working
groups. Regardless of the number of members, it’s crucial that
each member has a clearly defined role. Similarly, it is important
to clarify each other’s perceptions of their responsibilities, which
will lead to better performance and minimize conflicts in processes
[5]. Otherwise, role conflicts will arise and, eventually unnecessary
hysteria.

Another aspect to consider is seeking the right information,
as well as the appropriate talents (human resources) and physical
resources. We need to know where to look for information, which
I insist that it should be from evidence-based and reliable sources
[13]. We cannot believe everything we read. Nor can we ask just
anyone, even less people who don’t even know what they’re talking
about.

It is important to be familiar with the events happening in our
country and worldwide, as they could have a positive or negative,
direct or indirect effect on us or those close to us. It is wise to verify
the information, regardless of its source. Once you have reliable
information, I encourage you to share everything you have learned.
In other words, let’s share our knowledge and encourage others to
share theirs with us. It’s like creating a network, but of knowledge.
Advantageously, by acquiring knowledge we can apply it to any
personal or professional scenario, project, or activity.

Previously, I explained the difference between process-
based (task-based) conflicts or problems versus relationship-
based (people-based) conflicts or problems. There is substantial
evidence showing how process-based conflicts often transform
into relationship-based conflicts when not managed correctly [5].
In other words, problems related to how work is performed often
become problems between people. This is where art and creativity
take place in order to reduce errors and uncertain situations, which
in turn reduce interpersonal friction [5].

Numerous expert-validated strategies and tools exist for
defining, measuring, and controlling problems related to processes.
Each expert presents their own analytical method for reducing
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errors and friction among team members. In fact, many theories
and conceptual models exist for problem-solving and decision-
making.

For the purposes of this manuscript, I will present some basic
problem-solving strategies, whether for processes or relationships.
These strategies have been adapted from various models,
such as Root Cause Analysis [15,16], Define-Measure-Analyze-
Improve-Control (DMAIC) [17,18], and Lean Six Sigma, which is
a methodology for optimizing processes, improving quality and
reducing costs while eliminating activities that do not add value for
the costumer and reducing variability and defects [17,19].

Of course, | encourage you to familiarize with other models, as
some conflicts are more complex and require more time and effort.
[ want to emphasize that not all problems can be solved using the
same strategy or tool. However, it is helpful to have a basic strategy
to get us started, based on the understanding that more information
and further research will likely be needed.

Here is a process-based conflict resolution strategy:
1.  Ensure the problem is process-oriented, not personal

a.  Primary objective: Resolve an undesirable outcome (e.g.
delays, duplication of work, inconsistent decisions...).

b.  Separate the person’s behaviour from the operational
problem. Focus on documenting facts and data and avoid
blaming others. Likewise, remain impartial at all times;
otherwise, you will end up manipulating the process and the
result will be biased.

2. Gather evidence and define the problem

a.  Collect specific data (e.g. frequency of the incident, times,
products affected, participants, customers...).

b.  An effective tool for gathering evidence is the Suppliers,
Inputs, Process, Outputs, Costumers (SIPOC) Model [20,21]
from Lean Six Sigma. I recommend searching for it in your
preferred internet browser. You will find several examples of
how to use it. I will also provide examples of the model below.
Feel free to create a simple process diagram with 6 to 10 steps.

c.  Write the expected result in a short, precise, and concise
manner (e.g. 30% of orders arrive with errors of..., resulting in
3 hours of extra work per week).

3. Create a process map showing where the conflict occurs

a.  Create a table with the tasks to be performed and identify
the areas or points in time where decisions are made.

b.  This exercise helps visualize where the error lies, for
example, whether it is due to the information provided
(acquired), the responsibility of the person performing the
task, or the sequence of events.

4. Analyze the root cause
a.  Involve people who perform different tasks.

b. Do not draw conclusions without confirming the causes.

c.  Try to prioritize the root causes (if more than one).

5. Co-design solutions based on the shared interest of people
in improving processes

a.  Separate people from the problem, explore interests
and options, and seek consensus-based solutions to avoid
the perception that the solution was imposed and; therefore,
reduce resentment.

b.  Thiscaninvolveredesigningsteps, clarifyingroles, creating
checklists, reaching internal agreements,
norms/regulations, among other things.

communicating

6.  Standardize processes to establish controls

a.  Implement a pilot project for a short period of time (2 to 4
weeks) in a specific area. It is important to measure before and
after implementation.

b. If improvements are observed, standardize them (e.g.
procedures, documentation) and establish controls (e.g.
checklists, performance indicators based on objectives and
goals [remember SMART], audits).

7. Monitoring and Metrics

a.  Some performance indicators are: incident rate, cycle
time, and short team satisfaction surveys.

b.  Monthly or quarterly review.
8.  Learning and Culture Development

a.  Document lessons learned and reinforce teaching and
learning among members to prevent processes from being
forgotten or neglected.

b.  Provide training on conflict resolution, tailored to
individual interests and communication skills, to develop
leaders. This will help prevent blame-shifting. I recommend
using the A3 Problem-Solving Model, which is also part of Lean
Six Sigma. It helps to think about and communicate processes in
a structured way [22]. In other words, it promotes continuous
improvement, collaboration, and in-depth problem analysis
[22], including root cause analysis [23].

To facilitate understanding, I am sharing blank tables to develop
a SIPOC (Table 2), a Process Map (Table 3), and an A3 Problem-
Solving Model (Table 4).

Table 2: SIPOC (Suppliers, Inputs, Process, Outputs,
Customers).

Suppliers | Inputs | Process (5-7 steps) Customers
1
2)
3)
4)

5)

Outputs

Note: Source: Adapted from Sharma S [21]. SIPOC in Six
Sigma: Diagram, tools, templates. upGrad Knowledge Hut.
https://www.knowledgehut.com/blog/quality /what-is-
sipoc
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Table 3: Process map.

Roles / Areas

Stage 1

Stage 2

Stage 3 Stage 4 Stage 5

Person A / Area 1

Person B / Area 2

System / Tool

Note: Source: Author’s creation with Al assistance. The rows represent roles or areas (e.g. Person A, System). The
columns represent the main stages of the process.

Table 4: A3 problem-solving model.

Section Content completion
1. Context What is the setting (personal / professional)? Why is it important to solve?
2. Problem Define the problem clearly and measurable.

3. Cause analysis

Use strategies / models to get to the root of the problem.

4. Objectives / Goals

What specific results are expected? (e.g. reduce errors to 30% in 3 months)

5. Countermeasures

What actions will be taken for the proposed solutions?

6. Implementation plan

Who, what, when, where. Assign responsibilities.

7. Expected outcomes

Metrics and success criteria (achievements).

8. Follow-up

How will continuity be ensured and how will the future impact be assessed.

Note: Source: Author’s creation with Al assistance.

If you have never used this type of strategy, you might encounter
some doubts at first. Of course, it takes practice. The more you
practice with different scenarios, the better you will become. In
fact, you will eventually feel comfortable training others. A great
advantage we have today is that, with technological advancements,

demonstrate this, [ will show an example of Al assistance applied
to a process-based conflict, specifically related to communication
delays within a team. When using Al, it is important to present the
situation as detailed and specific as possible. Let’s see it (Tables
5-7).

we can request assistance through Artificial Intelligence (Al). To

Table 5: SIPOC (Filled Example - Process-based Conflict).

Suppliers

Inputs

Process (5-7 steps)

Outputs

Customers

Team members

Messages, emails

1) Writing a message

Message sent

Co-workers

Coordinator Calendars, instructions | 2) Sending message to wrong communication channel or late Confusion Internal client
3) Waiting for response Delayed decisions Supervision
Email system Chat 4) Additional reminder Work duplication
5) Decision made late Delayed delivery Final client
Note: Source: Author’s creation with Al assistance.
Table 6: Process map (Filled Example - Process-based Conflict).
Roles / Areas Stage 1 Stage 2 Stage 3 Stage 4 Stage 5
Person A (team) Writing message Sent late Waiting response Reminder re-sent Late response

Person B (team)

Receive late

Respond late

System / Tool

mail / chat

Delivered to wrong communication channel

Message duplication

Note: Source: Author’s creation with Al assistance.

Table 7: A3 problem-solving model (Filled Example - Process-based Conflict).

Section Content Completion
1. Context The team is experiencing dealys in project delivery because messages are arriving late or not at all.
2. Problem 40% of key decisions are delayed by more than 24 hours due to communication failures.

3. Cause analysis

- Lack of clarity regarding which communication channel to use.

- No agreed-upon response times.

- Incomplete messages create double work.

4. Objectives / Goals

Reduce communication delays from 40% to less than 10% in 3 months.
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- Define the official communication channel for each message type.

5. Countermeasures -Brief checklist for messages.

- Maximum 12-hour response time.

Responsible parties: Team leader and all team members.

6. Implementation plan Actions: Brief training and a 2-week pilot program.

Start date: Next week.

7. Expected outcomes Reduced delays, increased internal customer satisfaction, less duplication.

8. Follow-up Review of the compliance manual. Quick survey on perceived improvements.

Note: Source: Author’s creation with Al assistance.

Finally, also with Al assistance, I present an example applied to  domestic tasks not completed on time. Sound familiar? (Tables
a relationship-based conflict, this time, about home conflicts over  8-10).

Table 8: SIPOC (Filled Example - Relationship-based Conflict).

Suppliers Inputs Process (5-7 steps) Outputs Customers
Family members Time, energy, resources Identify the task (e.g. take out the trash) Task completed on time The whole family
Father / Mother Oral reminder Assign the task Clarity in the assignment Clean house

Forgetfulness or delay Accumulated garbage All members
Son / Daughter Availability, disposition Repeat reminder Frustration
Doing the task late Tense environment Family

Note: Source: Author’s creation with Al assistance.

Table 9: Process map (Filled Example - Relationship-based Conflict).

Roles / Areas Stage 1 Stage 2 Stage 3 Stage 4 Stage 5
Father / Mother Remembers task Assigns task Gives reminder Get frustrated Discuss
Son / Daughter Receives task Forget to do it Performs task
Home environment Accumulated garbage Tension increases Relief from doing task

Note: Source: Author’s creation with Al assistance.

Table 10: A3 problem-solving model (Filled Example - Process-based Conflict).

Section Content Completion
1. Context At home, domestic tasks often generate arguments because they are not done at the expected time.
2. Problem 60% of the time the trash is not taken out on the assigned day, generating tension and arguments.

- Lack of clarity regarding responsibilities.

3. Cause analysis - Reliance on reminders.

- Lack of clear consequences.

4. Objectives / Goals Achieve 90% completion of the task on the assigned day within a 1-month period.

- Create a calendar and display it visible in the kitchen.

5. Countermeasures - Rotate tasks weekly.

- Agree on minor consequences (e.g. task sharing).

Responsible parties: All members.

6. Implementation plan Actions: Create a schedule this weekend.

Start date: Next Monday.

7. Expected outcomes Fewer arguments, greater compliance, a more harmonious environment.

8. Follow-up Weekly review of compliance in a 10-minute family meeting.

Note: Source: Author’s creation with Al assistance.

[ hope the examples and recommendations provided will be of  your actions, or disturb your peace of mind. On the contrary, learn
great help in transforming hysteria into a beautiful story to tell, a  from the experience of hysteria to live life to the fullest.
story of overcoming adversity. Don’t let hysteria limit you, control
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