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[bookmark: _Toc49518551]1. Introduction 
In the advent of globalization that facilitated accentuation of the existing parameters of the business objectives, goals, shares, sales, market presence, market recognition, wider consumer base, and so on, have swayed an influential sway over the workforce dynamics. This implies that as the business enterprises have transcended the regional, national, and international boundaries, the workforce dynamics have changed considerably bringing in diversity. Though diversity in the employees' strength and quality enriches the organisation it is posing serious threats and challenges to the operative mechanisms of the workplace of the company if sound workforce management is followed. In this context, the present report is placed wherein this work-based problem is studied and a decision-making tool is implemented as a problem-solving strategy along with an evaluation of all possible solutions to this problem to identify the most contingent one. In addition to this, developing a plan to implement a solution, communicating it with the stakeholders, and incorporating proper follow-up measures have also been discussed in the report.
[bookmark: _Toc49518552]2. Defining a complex problem in the workplace
[bookmark: _Toc49518553]2.1 Its scope
According to the words of Srivastava and Agarwal (2012), though diversity in the workforce has promised competitive advantage in both domestic and global market and proficient human capital, the incumbent challenges of leading and managing a diverse workforce is one of the complex and common problems in an organisation deterring growth and development in the company along with the fulfillment of the commercial goals.
[bookmark: _Toc49518554]2.2 Its impact
In a diverse workforce forging synergistic equations with all of the members in quite tough and if equal interpersonal relationships are not created with all the members in the workforce along with hearing out and implementing decisions or norms based on the general welfare of the employees, then intolerances and grievances would erupt inevitability disrupting the internal consistency and mutual harmony in the organisation. Moreover, a diverse workforce is though is enriching with its various strand of avenues that opens up different ideas and creativity along with the international acclamations often the internal clashes between the employees out of cultural shock, miscommunications, cognitive dissonance, gender discriminations, age gap, disabilities and so on that could significantly drop the productivity level and team co-ordinations impeding the endeavors of the company (Cletus et al., 2018).
[bookmark: _Toc49518555]3. Analysing information on the work-based problem to inform a decision-making process 
Diversity in the workforce often induces complexities that give rise to interpersonal conflicts because employees come from different walks of life having only the professional goals somewhat the same. Therefore, it is inevitable that the workforce would be fortified and mired with employees hailing different ethnic groups, religion, age, sexual orientation, physical shortcomings, caste, class, race, color, age, and so on that creates distinctive differences in the people. As per the statement of Bah (2015), the plethora of differences that explicitly or implicitly present in the workforce may erupt considerable indifferences and hostility if proper decorum or measures are not taken to discipline the members and inculcate in them the sensibility and accountability of working the members who could be different from each other.
Furthermore, as Adekola and Sergi (2016), opines cross-cultural clashes seems to be one of detrimental force that has the potential to thwart the systematic functioning of the company because people tends to be aggressive and egoistic while confronting each other with cultural differences if they happen to fail in acknowledging the different ethnicity of each other. In addition to this, as Johnson (2019), observed by diverse workforce lead to miscommunications since people fail to comprehend the opinions of co-member hailing from distinctive linguistic culture along with internal resistance coming from some segment of the workforce who would not be pleased with the company’s decisions of something and often leaders division in the workforce with constant conflicts regarding trivial or serious issues.  
[bookmark: _Toc49518556]4. Alternative solutions to the problems stated above
All the problems that are being induced owing to the diverse workforce could be mitigated to an extent with proper diversity management. According to the words of Patrick and Kumar (2012), diversity management is the process that is imbued in the organisational culture with a motif to create and ensures the perpetuation of a positive working environment by heeding to the problems and benefits of all. Moreover, this diversity management could be adopted by the HRM of the company who through proper and relevant decision-making process could overpower the persisting and prevailing problems. Therefore, herein some of the solutions in the form of major transformative decisions that could be considered for ensuring an inclusive workforce have been stated as follows:
· Enhancing workplace diversity through implementations of strong rules that staunchly discourages any kind of gender, age, physical attributes, culture, class, racial, caste, or color discriminations, and the person found guilty of transgressing the norms resulting in disharmony and grievances in the workforce would be liable for punishments and penalties. The norms would be overtly implicated across the organisational departments and obligatory to follow to build a healthy and respectful working culture. Even the authorities are responsible for including all members irrespective of any difference in all aspects of the company's functions. 
· Initiating workshops and training about the cross-cultural literacy that would be aimed at inciting into the members the sensibility of respecting and understanding each other’s culture by overcoming the initial cultural shock that one gets in a culturally diversified workforce. This is because the cultural condition from the formative years of a person tends to influence the person in not acknowledging the other cultural conceptions and hinders the multicultural perceptions. This requires training and realizing the fact that cultural differences are nothing much of an issue to be feeling indifferent to an unfamiliar person (Thomas and Peterson, 2016).
· The company could engage in unbiased, thoughtful and decisive recruiting and selection processes of the employees by examining them whether they are eligible and capable of adjusting in a diverse workforce and that if possess the mental and cognitive ability to embrace changes along with physical strength to deal with each up and downs that might come in the workforce. Moreover, diverse interview panels must be incorporated to hire employees only on merits and not on the ground of any personal affiliations. 
· Setting up rules to create extensive communication across the department of the organisation which would help to overcome the cultural and linguistic barriers and help in mutual understanding because exchanging views and opinions would lessen the unfamiliarity between the employees and subsequently the hostility. 
· Encouraging team-working in a more amplified sense and frequently to fulfill one common goal.
[bookmark: _Toc49518557]5. Recognizing a decision-making technique to evaluate the diverse solutions to choose the most appropriate option
Decision-making could be defined as the process of recognizing and selecting one appropriate strategy or procedure based on the contingency of the situation, demand, different values like commercial and ethical along with the well-being of the general and preferences of the involved participants to ensure a greater good and benefits. However, in the words of Shahsavarani et al. (2015), decision-making in an organisation forms an intrinsic and integral facet of operative functionalities wherein a course of action is chosen from amongst alternatives that along with the aforementioned parameters, the concerned person needs to take into account the organisation's goals, objectives, mission, values, commercial benefits and most importantly the opinions and betterment of both internal and external stakeholders who are ought to be influenced by the company's outcomes.
Therefore, keeping in mind the above pretext, the decision-making strategy that has been facilitated through the six-stage process that most of the model of decision-making strategy includes namely:
· Identifying and diagnosing the problem 
· Recognizing alternative solutions
· Evaluating all of the possible alternatives
· Choosing an alternative 
· Implementing the decision 
· Evaluating the decision after successful implementations 
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Figure 1: Steps in the decision-making process 
(Source: gilleducation, 2020)
Adhering to these dimensions of the decision-making steps, the model that has been chosen for mitigating the concerned problem of the diverse workforce management is the Rational Model. According to Baumann et al., (2014), rational model of decision-making stand for the decision-making processes wherein the managers garner information objectively from all the available resources and evidential sources to get an insight into all the possible alternatives that could be used to solve any problem and then eventually makes the decisions that would lead the most beneficial outcomes along with mitigating the complexities of the organisation that have been hindering in the organic growth of the organisation. Therefore, as in the preceding discussions, it has been noticed that to create a harmonious inter-relationships in the workforce that have employees hailing from different backgrounds and bent of minds, several strategies could be adopted.
However, amongst all those strategies, the strategy of implementation widespread rules across the company that addresses all sorts of discrimination in the workforce is found to be the most contingent and convenient one as this would not only cater to the needs and grievances of the employees but would also have the potential to empower the company in attracting greater economic benefits through co-ordinated and congruent internal organisational ambiance stimulated by the cooperative workforce. Moreover, as opined by Aharoni et al. (2011), since rational decision-making process adheres to four conditions while formulating any decision that encompasses proficient knowledge of the available alternatives, sound knowledge of the consequences of the alternatives, objectivity while evaluating the decisions of the available alternatives and finally configure a well-structured and definite set of procedures and decorum that ultimately facilitate the decision-makers to drive obtaining the optimum results from the consequences of the decision-making. 
Therefore, this model was found to be the most convenient one as most of the alternatives of reinforcing a mutually encouraging workforce wherein all the employees even if coming from different backgrounds can co-exist with integrity, have been evaluated with their possible consequences to select the most appropriate one. In addition to this, the authorities must not be incorporating any biasness while figuring out the diversity management because this would then lead to cognitive dissonance with the employees if some of them happen to feel like they are being alienated or taken into consideration while materializing a decision. Henceforth, the decision of imposing strict corporate or business rules that would impart convenient working culture to every employee despite the mutual differences would facilitate an all-encompassing and all-pervasive problem-solving method of the complications in the overtly diversified workforce. As opined by Patrick and Kumar (2012), since prejudiced behavior lowers down the morale of the employees this decision of embracing differences whole-heatedly through disciplined official norms would enable any company to garner the most beneficial and potent results in managing the diverse workforce.
[bookmark: _Toc49518558]6. Communicating the plan to the stakeholders
Since stakeholders are the crucial wings of the business operations being directly affecting or are affected by the operational functionalities of the company, it is of utmost importance that has decisions must be communicated to the involved stakeholders who would be inevitably influenced by the decisions of the company. In the words of Zyl (2013), the employees form one of the strongest internal stakeholders whose professional contribution is an indispensable part of the organisation to accomplish its commercial goals. Therefore, the decisions of official norms in its entirety reverberating with the ethos of the diverse workforce would be communicated to the employees through meetings over real and virtual mediums.
[bookmark: _Toc49518559]7. Assessing appropriate monitoring techniques to ensure successful follow-up
The successful follow-up could be facilitated by obtaining employees' feedbacks frequently after the official regulations are at work because it would help in understanding whether the employees are being compliant with the rules and abiding by it. Moreover, auditing the workforce whenever required could also be practiced to recognize if any unjustified behaviors are taking place in the organisation.  
[bookmark: _Toc49518560]8. Developing a plan for implementing the solution
	Task
	Start date
	End date
	Duration
	 

	Supervising all the aspects of a diverse workforce
	27-08-2020
	03-09-2020
	7
	

	Identifying the problematic areas
	03-09-2020
	07-09-2020
	4
	

	Gathering required information
	07-09-2020
	13-09-2020
	6
	

	Selecting an appropriate decision-making process
	13-09-2020
	18-09-2020
	5
	

	Contextualizing workforce problems to bring out solutions
	18-09-2020
	25-09-2020
	7
	

	Assessing alternative solutions
	25-09-2020
	03-10-2020
	8
	

	Selecting the most justified decision
	03-10-2020
	08-10-2020
	5
	

	Informing the stakeholder
	08-10-2020
	13-10-2020
	5
	

	Collecting opinions and views regarding the new HRM policies
	13-10-2020
	23-10-2020
	10
	

	Reconfiguring the decorum according to the general welfare of the employees
	23-10-2020
	31-10-2020
	8
	

	Implementing the decisions
	31-10-2020
	10-11-2020
	10
	

	Carrying out organisational audit to check the compliance rate
	10-11-2020
	18-11-2020
	8
	

	Garnering employees' feedbacks
	18-11-2020
	03-12-2020
	15
	

	Implement steps if any loophole persists 
	03-12-2020
	07-12-2020
	4
	

	Final follow-up
	07-12-2020
	12-12-2020
	5
	



Table 1: Action Plan
(Source: Created by the learner)
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Figure 2: Gantt chart
(Source: Created by the learner)
[bookmark: _Toc49518561]9. Conclusion 
Therefore, it could be said that to create a diversified working culture in alignment with harmonious epithets that are ought to resonate with the diverse and distinctive elements of the diverse workplace. Moreover, it is expected that with the contingent plan of mitigating the work-based problem of workplace diversity could be mitigated with the help of the stated decision that is to implement norms that address all discriminatory attitudes would enable the companies to fight the negative forces of the diversified organisations.
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