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WEEK 5 ASSIGNMENT

Ethical Decision:

Making and Planning Conflict is a clash of interest between two or more parties that causes
disruption. It typically results from disagreements about goals, values, relevant facts and
defining or solving problems. It can also be between individual members and their respective
roles. For instance, sports teams who have two or more superstars often battle over who is
going to get the most glory. Conflict can be good or bad. It is inevitable because it is natural for
people to disagree with each other. So, it's important to be able to recognize and deal with
conflict effectively. Before we go further, we need to compare conflict and competition. They
differ in one key element, whether they are disruptive. Conflict is always disruptive; it pits people
against each other and forces them to fight, to achieve their goals. In contrast, competition is a
healthy struggle between people who are all striving to meet mutually beneficial goals. But be
warned, competition taken too far can wind up creating conflict.

Conflict has many consequences, some positive and some negative. Conflict that is handled
well can produce heightened interest and excitement. Innovative solutions to problems, to
resolution of diverse opinions and mutual benefits for everyone involved but poorly handled
conflict can cause serious long-lasting problems. Hard angry feelings may result if discussions
turn ugly. Members may perceive winners and losers because of a conflict resolution. This can
lead to divisions within the group, between the apparent winners and losers. Very serious
conflict may distract members from focusing on important tasks, bringing work to a halt. Finally,
individuals may become less satisfied with their jobs and less committed to the organization.
Because conflict can be so disruptive, supervisors must constantly watch for it.

Here are some common warning signs and some suggestions for handling them. Allocation of
resources appears to be unfair. A supervisor can never give everyone everything they want.
Your best bet is to be open about your decisions, when employees can see why decisions are
being made, they are less likely to fight about them. Disagreements between employees about
what is most important. Counter disagreements over facts with accurate information. Decide
differences of opinion about the priority of one thing versus another based on departmental
goals. Decision-making is the process of selecting force of action from several possible options.
It is an essential part of the problem-solving process, because a decision is always needed to
choose the problem solution. Decisions should ideally be made systematically, but that isn't



always possible. Sometimes a quick decision is crucial. A good decision executed swiftly is
better than a perfect decision that is too late. Decisions affecting the future are often imperfect
because you can never avoid a certain degree of uncertainty. Supervisors need to have the
nerve to act despite that. Otherwise, they'll suffer from analysis paralysis, which is the tendency
to avoid making decisions due to the fear it will not be perfect.

The rational decision-making model uses objective data, logic, and analysis to solve a problem
or achieve a goal. For that reason, it is very similar to systematic problem solving. It's a
step-by-step model for identifying a problem, picking a solution from multiple alternatives, and
making a choice. Rational decision-making is an important skill to possess. The use of objective
data sharpens our view and minimizes the effects of intuition and subjectivity, as well as our own
biases and beliefs. Another way to make decisions is the intuitive approach, which is very
different from rational decision making. Intuition is our ability to understand something
immediately with no conscious reasoning required. This is often called having a gut feeling or
trusting your gut. Intuition is often used to supplement rational problem solving because it helps
to generate potential solutions. Sometimes the intuitive approach is required because there isn't
enough information available and something has to be done, or a decision just feels right. An
example might be making a final choice of a marketing campaign, despite not having a 100
percent confidence that your message will reach consumers. Decisions can be divided into two
broad types, programmed and nonprogrammed. Programmed decisions are solutions to
recurring problems that can be used every time the problem reappears. They require little to no
consideration or discussion and can be automated to ensure consistency and save time, effort
and money. Solutions for programmed decisions come from policies and rules. Often, they
involve setting a minimum inventory level. An example is automatically placing a new order of
10 cases of paper, whenever only two cases are on hand.

Non-programmed decisions solve novel or unique problems and are usually used just once.
There are no set procedures because the problem is new, complex, or complicated. There was
a great deal of uncertainty because cause-effect relationships are unknown and there was no
way to predict exactly what will happen if a particular course of action is chosen. Plans work
best when employees know exactly what is required of them. Make specific assignments.
Assign each part of a plan to a specific person or team so everyone knows what they should be
doing and when. Explain the plan to everyone involved. Explain plans and justify their goals.
Employees who know why something needs to be done are more cooperative. Review your
plans regularly. Circumstances can and will change. So examine your plans regularly to see
whether they need to be revised. Plans should be stated firmly and clearly so everyone
concerned can understand them and see why they are important. But they also need some
flexibility. Plans that are too rigid can stop you from addressing unexpected circumstances that
threaten success. Rigid plans require supervisors to use resources in a preset invariable
manner. The overall purpose is goal achievement with maximum efficiency. But adhering too
close to your plans can be counterproductive in the long run.

Staffing is the function of management that involves securing and developing people to perform
the jobs created by the organizing function. It is quite simply all about putting the right people in



the right jobs with the right training. The goal of staffing is to obtain the best available people for
the organization and to develop the skills and abilities of those people. If this is done correctly,
your organization will run efficiently and effectively and have the best possible chance for
success. Obtaining the best people generally involves forecasting personnel requirements and
recruiting, selecting new employees. Developing the skills and abilities of an organization's
employees involves employee development, as well as the proper use of promotions, transfers,
and separations.


