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[bookmark: _Toc70023036]Introduction
A decision-making process is defined as a mathematical science, which involves analysing situations where different alternatives solutions are available to dig out the best possible decision. It can also be recognised as the cognitive process of a mind that helps select a course of action from multiple scenarios. Every decision-making process provides a final choice; besides, the output can be any action or opinion of choice. On the other hand, the word problem is usually used in a broader sense. However, identifying a problem within a workplace is known as problem-solving while developing paths for solutions and taking appropriate actions. 
This report also consists of a discussion in which a problem will be identified and its scope and impact within the workplace. The report will analyse the information based on the problem to inform the decision-making process. There will be a range of alternative solutions to the problem and techniques to evaluate the range of solutions. A plan will be included within the report for implementation of the solution to communicate it with stakeholders. Lastly, monitoring and reviewing techniques will be included to ensure the success of implementing the solution. 
[bookmark: _Toc70023037]Discussion
[bookmark: _Toc70023038]Identification of Problem
According to the perception of Gorvie (2019), a problem can be defined as a matter or any situation that is needed to be deal with, along with identifying ways to overcome the problem to prevent potential consequences. Oore et al. (2015) mentioned that there are several types of problem, which can significantly impact the workplace and its activities; therefore, Gorvie (2019), on the other hand, supported this by highlighting the most common and complex problem occurs within the workplace is "Interpersonal Conflicts." Interpersonal conflict is a disagreement, which can be physical, emotional, personal, or professional between two or more than two individuals.
[bookmark: _Toc70023039]Scope of Interpersonal Conflict
The scope of the problem can be seen within the workplace when an individual attempt to achieve a goal or complete an assignment, but it is interfered with by another individual for the same purpose. A conflict is inevitable within a workplace when employees from various backgrounds bring together to serve a shared business purpose. However, the scope can be described through different examples; a manager and employee conflict within an organisation in terms of a paycheck—salary or wage against a commitment of work—where an employee believes that they deserve a raise, but the manager refuses due to a decreased level of performance or productivity; hence, interpersonal conflict can occur. Another example is in which an employee is promoted upon his performances and sales trend, but due to some misconception, another employee perceives that he/she should be promoted instead; thus, a conflict can occur because the leader does not believe that both employees should get promoted. 
[bookmark: _Toc70023040]Impact of Interpersonal Conflict
According to the research conducted by Longe (2015), conflicts within any organisation can impact the overall performances. Oore et al. (2015) highlighted that conflict can be seen widely within an organisation, and it is described as awareness through parties involved with differences, opposed wishes, and interpersonal incompatibilities. These conflicts impact employees' morale, but as per Longe (2015), it also impacts the productivity and efficiency of the workplace. Besides, conflicts can also lead to strained relationships, absenteeism, and employee turnover. On the other hand, Gorvie (2019) claim that due to the different personality of individuals within the workplace, the majority of employees might not be able to understand the concepts, behaviours, and ideas of other individuals; thus, giving rise to conflict.
Furthermore, the impact of interpersonal conflict can also be seen in the intention of quitting. Intention to quit can be defined as the decision of an employee to leave the organisation. This decision can be both voluntarily or involuntarily. Specifically, voluntarily can be referred to as an unfavourable environment of the organisation or career growth and development, or financial opportunities. While involuntarily is either from employees' side or organisations' side—for example, an organisation wants to terminate an employee because of his incompatibilities, retire person, or a person's death. However, employee turnover could contribute to severe problems such as financial problems in hiring and training new employees (Longe, 2015). Since a new employee might not have the appropriate skill; hence it will take time.
[bookmark: _Toc70023041]Informing Decision-Making Process
Several cases study critically discuss the interpersonal conflicts within organisations along with informing the decision-making process. Therefore, Gorvie (2019) researched Unilever's decision-making process; thereby, it has been found that a conflict can be arise and might negatively impact the reputation and effectiveness of Unilever, its business, and its people. As a result, to prevent interpersonal conflicts, Unilever currently relying on policies that set out what employees must do to prevent or manage conflict-related situations. According to Unilever (2016), dealing with a conflict within Unilever is a greater challenge to the management. A conflict, for example, where employee interacts and compete for scarce resources within an organisation. Hence, for this particular problem, Unilever (2016) has a policy of conflict interest that quotes: 
"All Unilever employees are expected to avoid personal activities and financial interests which could conﬂict with their responsibilities to the company. Unilever employees must not seek gain for themselves or others through misuse of their positions." (P. 14)
However, according to Gorvie (2019), the decision-making process of Unilever is found to be effective. First, Unilever has identified the problem to get prepared for the consequences. Secondly, the process continues with the inclusion of improvising the policies and then implementing the policies (Gorvie, 2019). Finally, all the employees and the managers within Unilever tend to be focused on relying on the policy; otherwise, strict action would be taken because these types of conflicts can cause both positive and negative outcomes.
[bookmark: _Toc70023042]Alternative Solutions
Kathiravan and Rajasekar (2018) highlighted that organisations deal with conflicts in multiple ways; however, the most effective way is to establish conflict management strategies. Therefore, Oore et al. (2015) proposed that "Kenneth Thomas" and "Ralph Kilmann" developed five strategies to conflict resolution within the organisation, which are; "avoiding," "competing/defeating," "accommodating", "collaboration," and "compromising." 
The first strategy is to avoid individuals, ignore them, or withdraw from the conflict that has been arisen. It is commonly perceived that one individual always finds a way to raise the conflict, but avoiding the confrontation's discomfort can help to potentially reward the resolution (Oore et al., 2015). Since avoidance is acceptable rather than consistently contributing in a conversation to raise a conflict. Secondly, competing is used when individuals have the intention to win the conflict (Oore et al., 2015). This strategy utilised when the individual is assertive rather than cooperative. However, a competing strategy is most suitable for group problem-solving. 
Thirdly, the accommodating strategy refers to getting used to giving away the wishes and demands for others. This strategy helps individual to be cooperative rather than assertive (Kathiravan and Rajasekar, 2018). Likewise, avoidance, accommodating can result in unresolved issues. However, it is perfect for the group leader or senior to hold onto the conversation for others to suggest solutions. Fourthly, collaboration is the strategy in which individuals are both assertive and cooperative. Both the individuals can contribute a positive input to gain positive outcome (Kathiravan and Rajasekar, 2018). Lastly, a compromising strategy is a strategy where individuals are partially assertive and cooperative. This strategy is acceptable to some extent, even if no individual is happy with the decision, as it is perceived as being fair. 
[bookmark: _Toc70023043]Decision-Making Technique to Evaluate Range of Solutions 
There are three types of decision-making techniques: "random," "intuition-based," and "analytical." Oore et al. (2015) mentioned that some of the techniques combine intuitive and analytical elements to benefit the cognitive capabilities, and still, it does meet the complete requirement of the mind regarding how it works. However, exposing an expert's thought enables the individual to learn from intuitive and patterns developed from a particular experience set. 
According to Kathiravan and Rajasekar (2018), when there is a situation where a comparison has to be made from multiple options (strategies), then "Paired Comparison Analysis" is the decision-making technique that helps to decide and choose an appropriate option. Therefore, as per the analysed information above and identified strategies, the "Collaborating" strategy is an appropriate option to adopt in order to prevent interpersonal conflict within the organisation. Specifically, the techniques chosen helps to compare the options and establishes relative importance. According to Oore et al. (2015), the only drawback of this technique is that it contains little or sometimes no information regarding the criteria of supporting the alternatives. 
The rationale behind choosing Collaborating as a leading strategy is because collaboration is widely seen in every successful organisation where employees collaborate in order to achieve a common purpose. Thus, below is the plan for implementing the solution (strategy) to "Interpersonal Conflict." 
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Workplace conflict settlement should be broken down into stages that make the process more manageable. HR and administrators can ensure better coordination and a more efficient conflict resolving mechanism by doing so.
The first step is to clarify the disagreement because clarifying it takes to the depth of the conflict (Longe, 2015). For the chosen solution, Collaborating the step is necessary because clarifying will lead the individual to seek different opportunities to end the conflict through collaboration techniques or mutual understandings (Longe, 2015). Besides, one has to compromise in order to prevent the conflict from getting raised. Secondly, establishing a common goal for both the individuals involved in the conflict can make them calm down because a common goal for both the parties can make them think of the goal and coordinating with each other (Longe, 2015). Thirdly, it is necessary to discuss how to communicate the decided goal, which can be done through listening, communicating and brainstorming both sides together. Noe et al. (2014) claimed that the solution should be highlighted whenever trying to communicate a solution to the problem until all the options are exhausted. 
Fourthly, determining the barriers is also necessary while implementing a solution because it can help to further find the proactive solution to the problem (Noe et al., 2014). It can also highlight the major cause of conflict, which can eventually contribute to understanding or barriers that prevent conflict resolution. Fifthly, finding and agreeing on the best way to resolve the conflict is also necessary; hence, both parties should be satisfied with the solution to move ahead (Noe et al., 2014). Lastly, both individuals involved in the conflict should know their responsibilities after the agreement, and they must say aloud what they have agreed.
[bookmark: _Toc70023045]Communicating Plan to Stakeholders 
Noe et al. (2014) highlighted the simple way to communicate the plan with stakeholders; therefore, through strategic objectives, implementing a solution upon the problem can be efficiently communicated. It will help the organisation create a vision for the strategic plan and further motivate stakeholders to proceed. The key stakeholders involved in the strategy's execution should be listed, and meetings should be held to review the strategies and tactics progress on a regular basis. In order to achieve the aims of the integrated decision-making strategy being applied, it is, therefore, necessary to ensure the engagement and consent of the organisation's senior executives.
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A "monitoring and evaluation" (M&E) strategy is a guide that aids in tracking and assessing the outcomes of programmes throughout a plan's lifespan (Noe et al., 2014). It's a live paper that can be revised and listened to on a daily basis. The M&E programme, on the other hand, should include arrangements for internal distribution within the plan's coordinator as well as broad dissemination to stakeholders and the organisation (Noe et al., 2014). The solutions should be shared with stakeholders and the management early on to assess realistic standards for data analysis and establish dissemination plans. Meetings and other performance evaluations have a much higher chance of being successful and satisfying if these preparations are in place from the start and become routine for the plan.
[bookmark: _Toc70023047]Conclusion
To conclude, this report emphasises the problem "Interpersonal conflict," which have been thoroughly discussed and the scope and impact in the workplace. Therefore, the report has critically discussed the decision-making process for the problem and highlighted the key strategies (solutions) to prevent the conflict. An implementation plan for the solution has been given, and the report also provides details on how to communicate the plan to stakeholders. Lastly, the report has concluded with the detail of ensuring a successful implementation of a solution.
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