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[bookmark: _Toc92390094]Introduction
A business organisation is such an environment where there are many employees with different responsibilities. Though the goal and target of the employees are similar to achieve success and reach the target, different problems can arise in the workplace. The employees are from diverse cultures and, the employers cultivate different philosophies. Thus, the organisation faces many problems. And the company execute effective strategies and problem-solving tools to bring a solution to a complex problem.
[bookmark: _Toc92390095]Define a complex problem in the workplace including its scope and impact
When a business organisation runs, the organisation will inevitably face some complex problems that may carets a lot of impacts. The problems have also different scopes to arise in the workplace. Among some of the problems, Conflict between the members is one of the complex problems that the business organisation faces. Conflict among the staff can cause severe damage to the company in the overall performance and company success (Avgar, 2010). On the workplace, several employees work and, they are from diverse cultures and societies. So, they possess different philosophies and behaviour in the workplace. It is common to arise different opinions from different staff in the decision-making process. In addition, there can rise the conflict between the leaders in the organisation.
The problem has different scope to arise in the workplace. When the organisations recruit employees from various sources, the persons practice personal culture and characteristics, and it may create the problem. The leaders try to show power in the organisations that also creates conflict among the leaders. In the decision-making process, the staff want to secure personal presence in priority based and is also a scope of raising the conflict between the members in the organisation (Butterfield, 2017). The personal clash among the employees also can be a big scope of organisation conflict between the members in different cases. Some other scopes are conflicting interests, incompatible work styles, failure to follow the organisational norms, poor communication between the members, and performance deficiencies, competition over resources in the specific organisational context. 
The problem has also a lot of impacts on the organisation. Some of the common impacts are,
[bookmark: _Toc92390096]Decrease productivity: When the organisation spends more time dealing with conflicts and violence, the members take more time away from the goals of the organisation to achieve. Conflicts cause the staff to focus more on the organisational performances and activities and, its decrease the productivity of the companies. 
[bookmark: _Toc92390097][bookmark: _Toc92390098]Mental Health Concerns: If there is a conflict between the members, it can cause mental frustration for the other members of the organisation (Runde, 2014). As a result, the members are stressed and its impact on the productivity and efficient performances of the organisation. 
[bookmark: _Toc92390099]Identify New Members: When the employees are involved in the conflict between the members in the meeting period, the new persons are set up with positive intention and, it helps to identify the new members of the teams and the organisations. 
[bookmark: _Toc92390100]Conflict Escalation and Violence: When the organisation conflicts escalate without mediation, an intense situation can arise in the organisation between the staff. Though it is unexpected, the conflicts can arise immense violence in the organisation.
[bookmark: _Toc92390101]Analyse the information of the identified problems to help in the decision-making process
[bookmark: _Toc92390102]In the organisation, the conflict between the staff is the state of discord that occurred by the perceived opposition and their values, needs or interest between the staff who work together in the organisation (Bray, 2015). Conflicts in the organisation can take many forms and cause brief disruption and threaten the team's ability to perform accordingly and achieve the final success for the company.
[bookmark: _Toc92390103]In the workplace, the employees of team members are involved in conflicts for different reasons, but the rest is not expected in more cases for the organisations (Bowen, et al., 2011). It is essentials for the management to understand and meditate the conflicts urgently to meet the problems and bring proper resolution by making a proper decision in the organisational context. It has been mentioned that the conflict between the members can arise for specific reasons and the management should find out the specific reason and take an effective decision for bringing influential solutions for positive impacts in the organisation.


[bookmark: _Toc92390104]Propose a range of alternative solutions to the problems.
[bookmark: _Toc92390105]It is very essentials to identify the problems and bring a range of solutions that can help to end the trend if conflicts arise in the workplace. Based on personal experience, several effective solutions can help to bring postiche results in this regard.
[bookmark: _Toc92390106]Clarify what the disagreement is: It is the first phase with a proper resolution to classify the matter of disagreements and the result should be authentic and agreeable from both sides in the organisational context. 
[bookmark: _Toc92390107]Establish a common goal for both parties: Though the members engage in the conflicts, their goals and objectives are similar in the workplace (Bowen, et al., 2011). In this context, both sides should be agreed on the expected outcomes from the conflicts. Thus, the members can be influential to meet the conflicts. 
[bookmark: _Toc92390108]Discuss ways to meet the common goal: It states to involve in listening, brainstorming, and communicating (Avgar, 2010). Both the parties who are involved in the conflicts should continue the process until they can reach the final readmission process. 
[bookmark: _Toc92390109]Determine the barriers to the common goal: In this process, the sides should talk with each other to understand what influenced to make the conflict between them and then the persons can ably bring a solution to be united again.
[bookmark: _Toc92390110]Acknowledge the agreed-upon solution:  The management should pay more attention and take such decisions that should be acknowledged by the persons. Then the way of solution can be wide with positive intention. 
[bookmark: _Toc92390111]Use of rules and regulations: The management should apply strict rules and regulations and should provide punishment for involving in the conflicts between the members (Bowen, et al., 2011). It can reduce the trend of conflicts. 
[bookmark: _Toc92390112]Rotation of the members: By rotating from one group to another is also a way of solving the problems in the workplace and thus the members do not get little chance to work longer under the same leadership. 
[bookmark: _Toc92390113]Use a decision-making technique to evaluate the ranges of the solution to identify the most appropriate option.
[bookmark: _Toc92390114]When conflicts arise in the workplace, the organisation should make effective and influential decisions to meet the problem (Butterfield, 2017). The solution that the organisations can bring has different ranges that can be assessed and evaluated with different decision-making techniques in the organisational context. Among some effective and successful techniques, one can be mentioned to assess the ranges of the solution here.
[bookmark: _Toc92390115]Brainstorming decision-making technique
[bookmark: _Toc92390116]Brainstorming is an effective and positive result bearing decision-making technique to assess the ranges of the resolution in the question of conflicts. Brainstorming is such a technique where the members of the team or organisations who are involved in the conflicts can share and express their ideas and solution spontaneously (Putman & Paulus, 2009). When any conflict and violence is seen in the business organisation, there is the involvement of two or more people in most of the cases. The management here plays a vital role by bringing effective solutions, ensuring smooth business operations, and ensuring the highest productivity. 
[bookmark: _Toc92390117]In the above part, there is a discussion of many options of problems solving methods. When the management executes the brainstorming method, both the persona can share the idea in which way they want to solve the conflict, which methods can be effective for the company to remove the violation. The managers of the company should list the words carefully from both sides and understand the problem and should select the better option that is more effective. So, barnstorming can be a useful decision-making technique to find out the best ranges of solution
[bookmark: _Toc92390118]Develop a plan for implementing the solution
[bookmark: _Toc92390119]Proper planning is needed to implement the solution that the organisations bring to solve the conflicts. The plan should be strategic and reliable to achieve the ultimate target. The plan has some specific steps which are given here, 
[bookmark: _Toc92390120]Step 1: Brainstorm your desired outcomes
The first step shows the determination of which outcomes will be from the solution process. Here some questions should be raised like who will be more beneficial, how the persons will be benefited, what type of metrics will measure the problem. The answers to the question will shift the implementation progress. 
[bookmark: _Toc92390121]Step 2: Assign implementation responsibility to an owner
It is effective to establish an overall owner to implement the solution process if there is conflict in the workplace (Irs Managing Conflict in the Workplace, 2017). The owner will handle the total procedures to implement the solution and meet the conflicts between the members, and their tasks, responsibilities in the team. The persons should be good communicators and good innovators. 
[bookmark: _Toc92390122]Step 3: Conduct a risk assessment
It is also the time to understand the pitfalls before impalement the plants to solve the conflicts between the staff of the organisations (Karan et al., 2015). The managers cannot advance the process to halfway if the persons understand the process is not effective and fruitful. Then the organisation should make a risk assessment a group effort and evaluate the strategy to solve the problems. 
[bookmark: _Toc92390123]Step 4: Establish a budget
Budgeting can be needed to implement the plans and bring solutions if there are conflicts. The process can bring more accuracy and effectiveness when the management decides to solve the problems increasing productivity and decreasing the priority of violation. 
[bookmark: _Toc92390124]Step 5: Develop your implementation plan schedule
[bookmark: _Toc92390125]After gathering the fundamental information, it is time to implement the plan finally. The implementation planning should have a beginning, middle and ending according to the working policy (Runde, 2014). In this process, the responsible person should finalize the over process to go to a conclusion. 
[bookmark: _Toc92390126]Communicate the plans to the stakeholders
[bookmark: _Toc92390127]The stakeholder's particularly the internal stakeholders have the right to get the information of the plans to take initiatives to solve conflicts between the members of the organisation (Karan et al., 2015). The shareholders, managers, employees, owners all are the internal stakeholders who can learn how the company handles the problems if there are any conflicts. The company can send emails, communicate using other technology to inform the process. Again, the organisation can call a regular meeting after a certain period. There will be the presence of all the internal stakeholders who are related to the organisational operation. The stakeholders then can learn the total procedure if there is conflict among the staff for several reasons.
[bookmark: _Toc92390128]Assess the appropriate monitoring and review techniques to ensure successful implementation of the solution
[bookmark: _Toc92390129]Some appropriate and effective monitoring and review techniques can be helpful to assess the proper implementation of the solution of conflict for the business organisation (Karan et al., 2015). Among the technique, some are given in the context of the problem.
[bookmark: _Toc92390130]Observation: Observation is an essential mentoring technique that helps the organisation to observe the effectiveness of implementing the problem-solving methods and observe the activities after implementation (Runde, 2014). 
[bookmark: _Toc92390131]Talking with people: After implementing the problem-solving process, the management can talk with the persons who are involved in the conflict whether they get the proper solution or not. It is effective to get reliable feedback. 
[bookmark: _Toc92390132]Employee surveys: Though two or more employees create conflict, but the overall team members can be affected by the problem (Butterfield, 2017). So, the organisation can monitor and survey all the employees of the team and their feeling after the implementation. 
[bookmark: _Toc92390133]Monitoring work performance and output: It is also effective to monitor the performances after implementing the problems solving methods. It can show the effectiveness of the implementation among the employees. It is an essential review system to understand the positive impact.
[bookmark: _Toc92390134]Benchmarking with other work units:  Benchmarking can be executed to monitor and review the effectiveness and influences of the impalement’s ion of the solution in conflicts with other work units (Currie et al., 2016). Thus, the companies can compare the performances of the persons who are engaged in conflicts in the organisational context. 
[bookmark: _Toc92390135]Conclusion
[bookmark: _Toc92390136]Different problems can be seen in the business organisation and the employees are directly involved with the problems. Sometimes they create problems like internal conflicts. The organisation here can bring effective solutions and make a good relation and communication with the employees to increase the productivity and bring the stable situation in the workplace. Thus, the organisation can be successful to solve the problems.
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