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[bookmark: _Toc26946924]INTRODUCTION
The workplace and life in general is full of complexities. It is therefore important for organisation employees to understand the decision making and problem solving aspects and their differences. While decision making and problem solving are often used interchangeably, the two are different as decision making is a process while problem solving is a method. As the name implies, problem solving entails solving problems where an individual or a group makes something positive out of a problem. On the contrary, decision making is a process that is undertaken severally throughout problem solving. As such, decision maki8ng is key to finding the best solution to a problem. This report seeks to discuss, analyse the various aspects of problem solving and decision making at workplace based on the problem of lack of enough qualified staff in the workplace.
[bookmark: _Toc26946925]LACK OF ENOUGH QUALIFIED STAFF IN THE WORKPLACE.
The skilled labour shortage is a challenge that is currently affecting organisations across the globe in the diverse sectors of the global economy. Based on the latest research by Talent Shortage Survey, 44% of the global employers report a shortage in their required skilled employees (Healy et al, 2015).  This has directly impacted the performance of both the economy and organisations in different countries. For instance, in Germany, the German economic institute estimates that the shortage of qualified labour is costing the country up to 30 billion euros annually in GDP growth which accounts for up to 0.9 points.
Labour shortage or Lack of qualified staff is a multifaceted challenge usually caused by various disruptions in the environment. As such, it is these disruptions that describe why the organisations face labour shortages for skilled personnel (Wadsworth, 2018). Some of the common disruptors that lead to labour shortages in the UK include mobility, emigration, changes in qualifications and education systems. However, there are other commonly cited causes of shortages in qualified staff by organisations (Healy et al, 2015). These include high replacement needs, knowledge based economies, economic growth and the various unceasing changes in technology.
[bookmark: _Toc26946926]Advantages and disadvantages of qualified staff shortage
While an organisation may perceive the lack of enough qualified staff also referred to as understaffing as a good thing for the organisation, in the long run understaffing has more negative effects to the organisation as compared to surplus staff (Wadsworth, 2018). Regarding problem solving and decision making at the workplace, it is vital that the organisation management understands the impacts of the lack of qualified staff at workplace in order to make the necessary decisions on solving understaffing challenges. These include understanding the pros and cons of lacking qualified personnel.
High payroll costs are usually seen as a disadvantage to the company that results from high number of employees. As such, in order to reduce the payroll costs, organisations usually cut their staffing levels (Wadsworth, 2018). However, in the long run, the organisations end up having shortages in terms of qualified personnel for their various projects and operational undertakings. This in turn leads to low productivity at the organisations and the hiring of temporary staff. However, the hiring of temporary staff comes at a premium thus may end up causing higher payroll costs beyond what may be paid for permanent staff.
The lack of enough qualified staff may lead to low productivity of the organisation and low work quality from the staff (McCollum & Findlay, 2015). This is due to the staff overworking to compensate for the labour shortages in order to meet the production demand. For example, when five people are trying to keep up with high work volumes that are normally performed by 10 people, they end up prioritising quotas over quality. Furthermore, the employees are rushed to commence work without the right training with those that undergo training programs being put through rushed programs in order to commence their duties without proper qualification (Mohamed et al, 2017). The result of the low quality output at the organisation will negatively impact the organisation’s repute and brand image as most of the customers will end up dissatisfied.
Shortages in qualified employees also increases the stress levels of the available staff in an organisation.  Employee stress may result due to the various effects of qualified staff shortages such as poor quality of work done and missed deadlines that lead to customers going to the competition. The management is also faced with various challenges such as scheduling problems, high turnover rates, sick days and medical coverage costs. As a result, the organisation may end up being overwhelmed by the number of staff that need replacement duet to quitting (Mohamed et al, 2017).
The lack of enough qualified staff may also leave the organisation competitively disadvantaged. This is because of the low quality output and poor market reputation. For instance, while the organisation is struggling with staffing challenges, the competitors ate well-staffed with the best qualified personnel at full productivity (McCollum & Findlay, 2015). In addition, the organisation will often end up missing on growth opportunities due to the inadequate shift coverage. For instance, while the management may opt to take on new clients, they are still bound to face challenges in deliveries thus leading to losses in terms of prospect revenues and growth and expansion into new markets. This in turn leaves the organisation’s competitors in a better position in the market to expand and grow further.
Understaffing in terms of skill shortage at workplace can also have some advantages. For instance, the available qualified employees may be able to get more hours. Contingent upon the needs of the organisation, employees may end up getting more working hours and overtime thus making more in terms of remuneration (Mohamed et al, 2017). This benefit is not only limited to the employees but also the organisations also benefit from an employee reliability perspective. This is because the organisation’s staff are aware of their importance to the organisation. As such, this creates dependability for your staff as they are aware that they can depend on their working hours for income. This further eliminates the frustrations of employees when they know that they have to compete with their colleagues for working hours.
Employers are also able to become better acquainted with their representatives. This is because a small group of staff makes it easy to interact with thus fortifying the work relations (McCollum & Findlay, 2015). This in turn creates a solid group that can spur high quality work performances and overall organisation productivity.
[bookmark: _Toc26946927]MY EXPERIENCE OF QUALIFIED HUMAN RESOURCE SHORTAGES AT WORKPLACE
Despite the benefits of working in an organisation that is understaffed, I have realised that the cons of such an environment outweigh the pros. working in a workplace that lacks enough qualified employees proved to be challenging and very demanding to the staff available. In situations where the staff needed some off time, it was usually troublesome as the staff worked a specified measure of hours weekly. As such, it was difficult for a colleague to cover for another. When compared to a larger group, it is difficult for employees to request for the standard leaves. This led to more staff quitting their posts or calling in debilitated.
Due to the limited skilled personnel at the workplace, developing effective teams for the various projects at work became a major challenge. This was because of the lack of specialists and experienced personnel that could tackle the various challenges at work.  For teams to become effective at accomplishing their goals, it is vital that they are diverse in terms of skills and experience. This is because there will be enough dissimilar ideas and opinions that can be discussed to come up with effective stratagems of accomplishing the various tasks. The shortage of skilled and experienced staff at work created a situation where the teams were limited in terms of creativity, inventions and innovations at work. As such, projects could not be effectively worked out thus leading to project failures.
The lack of enough personnel qualified to undertake tasks at the organisation further lead to the organisation and its staff missing out on deadlines due to the significant workloads. This led to frustrations amongst the staff. Furthermore, motivation of the staff to work more hours to meet the deadlines became difficult and led to further organisation expenses. There was diminished efficiency which led to negative financial implications on the organisation. As such, over the long haul, it is better to fix staff shortages as soon as they arise as this will not only save the organisation from additional costs but maintain the efficiency in the organisation’s operations, maintain and enhance business productivity and maintain high quality output thus better business repute and competitive advantage. 
[bookmark: _Toc26946928]TYPES OF DECISIONS
There are two major types of decisions that define how problems are solved. These are organic and rational decisions.
Rational
 With rational decision, the decision makers usually prefer using a comprehensive and logical approach (Martin et al, 2016). For instance, when solving a complex problem in strategic planning, one may follow a set of guidelines such as defining the problem, examining the potential causes, identifying the alternative solutions, selecting an alternative, developing an implementation plan, monitoring implementation and finally verifying if the problem has been resolved. This approach offers a stronger sense of order in an otherwise chaotic circumstance in addition to the provision of a point of reference for future decision making (Adair, 2019).



Organic
There is an assertion that the dynamics of organisations are not nearly so mechanistic to be enhanced by the solving of problems (Adair, 2019). However, with this approach, the quality of the organisation is derived on how the problems are solved and not the outcome. As such, the quality comes from the unceasing processes of trying (Martin et al, 2016). Organic or holistic approach is therefore a more organisation consulting approach that is highly adaptable to understanding and explaining of problems that occur. As such, the approach favours organisations that shun linear and mechanistic approaches to problem solving. However, this approach does not offer the organisations a clear reference point for communication and measuring progress towards problem solving (Martin et al, 2016).
[bookmark: _Toc26946929]THE STEPS INVOLVED IN DECISION MAKING AND PROBLEM SOLVING
In a rational approach, there are a number of steps that one can follow in order to make good decisions that can lead to solving complex problems (Adair, 2019). Such rational approaches will not only help organisations find better solutions but also have a reference point when solving other problems.
Define the problem
This is a vital step that people usually struggle with. This is because they tend to react to what they perceive the problem to be rather that seeking to understand more about the causes of the problem. Defining the problem entails asking a number of questions in order to understand the problem and its source (Marstonet al, 2016). For instance, one may ask why they think there is a problem, and where, how and why it is happening. In the event that the problem is still overwhelming, the step is repeated to get different description of several related problems. This will be effective when trying to understand complex problems. It is important that one verify the problem by conferring with peers.
Evaluating the potential causes for the problem
[bookmark: _GoBack]This is a vital phase as one is able to get different input from different people who are affected by the problem and those who notice the problem (Mitchell & Reiter-Palmon, 2017). For instance, based on ones perception of what might be performance related problem associated by staff members, one may seek advice from their superiors in order to verify the impression. As such, at this stage, it is good to note down a description of the causes of the problem based on what, where, how and why it is happening.
Identifying alternatives for approaches of solving the problem
This is an important step that should be undertaken collaboratively with peers unless it is a personal problem.  This is because it entails brainstorming for solutions to the identified problem (Mitchell & Reiter-Palmon, 2017). As such, one is able to get many different opinions and ideas on the best approaches to resolving the problem from which they may find the best approach. This step highlights why problem solving and decision making in an organisation are usually integrated.
Selecting an approach that will resolve the problem
When selecting the best strategies to resolve the identified problem, it is vital that one considers the approach that is most likely to solve the problem for the long term. However, there are other important considerations that must be taken to account such as whether the chosen approach is realistic, availability of the required resources, costs, the time it will take to implement and most importantly the risks associated with the approach (Marstonet al, 2016).
Planning implementation of the selected alternative
This step entails the careful consideration of what the situation will look like after the problem is resolved, the steps that must be taken to implement the alternative and how one will know that the steps are being fully followed (Furlan et al, 2019). It is vital that one also considers other factors such as resources, time required, and whom will be responsible for implementation of the action plan. This is then followed by communication of the plan to the people involved in implementation. It is important that there is a continuous observation and feedback reporting of the implementation step so as to effectively monitor the process (Furlan et al, 2019).
Monitoring the implementation of the plan
This entails monitoring the set performance indicators for success. Such indicators are based on what is expected from the approach being implemented, the set time schedules, and use of available resources (Mitchell & Reiter-Palmon, 2017). As such, the organisation is able to know if the approach is realistic and where the approach needs more attention.
Verifying if the problem has been resolved
This is not only the last step but also an important one. Resuming normal operations is the best and effective way of verifying that the problem has been resolved (Rienzo, 2016). This step proves important as it enlightens the organisation on the changes that can be made in order to ensure that the problem does not recur (Mitchell & Reiter-Palmon, 2017). For instance, the organisation can identify the changes that need to be made in terms of organisation policies, training, recruitment and other routine procedures.
[bookmark: _Toc26946930]FISHBONE ANALYSIS OF LACK OF QUALIFIED STAFF AT WORKPLACE
This is a cause and effect analysis tool that can help organisations solve problems completely. The approach uses a combination of brainstorming and mind maps thus pushing for the consideration of all causes rather that the obvious ones (Furlan et al, 2019).
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The retirement of skilled employees from their positions at the workplace is a major driving factor for the high demand of skilled market (Hickie et al, 2019). For instance, The Dutch labour market research estimates that over two million workers will be replaced within the next five years. However, the rate at which the skilled labour population is growing is not enough to adequately supply the labour market to replace all these retiring employees.
Besides the staff replacement needs, the rate at which an economy grows has a direct bearing on skilled labour needs thus affecting an organisations’ skilled labour shortage experience. In a booming economy, organisations are faced with a production challenge due to the high demands of products that results from the available disposable income in the market and new product developments (Burmann et al, 2018). This leads to significant pressure on the organisations to increase production thus the need for more skilled employees to cover the unfilled and arising job positions in the organisation.
The evolution of business organisations from the more traditional product based economies to the more contemporary knowledge based economies is crucial to the long term success of the business. However, it poses a challenge in terms of finding the right talent based on employees skills and competencies (Hickie et al, 2019). For instance, with the service sector offering 47% of jobs globally, most of the service industry organisations are rely on human capital (Burmann et al, 2018). As such, it has become imperative that these organisations find the most qualified personnel in terms of skills such as communication and IT in order to be successful.
Based on the analysis it is clear that the best approach to resolving the problem of qualified staff shortage at the workplace must be broad and all inclusive in terms of the stakeholders that must be involved in finding the best solution.
[bookmark: _Toc26946932]WAYS OF SOLVING THE LACK OF QUALIFIED STAFF AT WORKPLACE 
The problem of shortage in skilled workers is not only limited to the UK but it is common concern for a lot of business organisations across the globe. For instance, skills USA estimates that the country will need 10 million skilled workers by 2025 with over 65000 skilled jobs currently unfilled (Burmann et al, 2018). As such, it is imperative that organisations find the best approaches to resolve this problem.
[bookmark: _Toc26946933]Solution 1
[bookmark: _Toc26946934]Investing in training, Prioritising staff retention and Regular analysis of the recruitment processes
Investing in training is one of the effective ways of tackling skilled labour shortages by organisations. This entails training the existing staff from within.  Through programs that entail up skilling and reskilling of employees, the organisation is able to tailor their staff skills in a manner that caters for both the current and future needs of the organisation (Brunello & Wruuck, 2019). However, the process is more effective when the organisation focuses on hiring staff that fit into their organisation culture as some skills such as people skills are difficult to teach.
Staff retention is one of the strategic human resource management practices that are not only effective in tackling skilled staff shortages but also provide the organisation with other benefits (Ding & Lehrer, 2018). This strategy prioritises retention of the currently existing highly skilled and qualified personnel over the outsourcing of labour to fill the gaps at the workplace in terms of human resource. In circumstances where an organisation finds it difficult to find qualified personnel for a job position, it is imperative that the organisation strives to keep the available qualified workers. This is because losing such employees will only lead to more implications down the line (Brunello & Wruuck, 2019). For instance, successful companies such as amazon and apple understand the value of skilled staff retention and have put up measures to ensure that they are able to retain their most qualified staff. For instance, apple goes above and beyond the norm by providing their employees with flexible working hours, extended annual leaves, and a fun working environment (Rienzo, 2016). As such, their qualified personnel prefer working for the company over other organisations.
In order to get the right personnel, it is important that an organisation evaluates its recruitment processes in order to recognise whether or not they are looking at the right places. While a recruitment approach may be effective, the approach may turn obsolete over time this sticking to the approach may limit the organisation from finding the required staff (Hickie et al, 2019). This is due to the changes and advancement in the organisation operations. For this reason, contemporary organisation that are still evolving and advancing their operations can partner with Managed Service Providers (MSP) or rather third party human resources recruitment and selection organisation for their recruitment of qualified staff (Ding & Lehrer, 2018).
[bookmark: _Toc26946935]Solution 2
[bookmark: _Toc26946936]Collaborating with industry stakeholders and Tapping into contingent workforces.
Through collaborative initiatives with the various stakeholders and partners in the organisation’s operating industry and training and education institutions, the organisation may be able to create a pool of talented potential staff while also sharing the cost and risks that are usually associated with the establishment of training programs for employees (Leal, 2019).
Such a collaboration with the educational institutions will also offer the organisation access to fresh prospective qualified skilled workers (Leal, 2019). This is usually in the form of new graduates, and apprenticeships. Furthermore, the organisation is able to develop their next generation of skilled labour that can fill the human resource needs arising from natural attrition at the organisation in addition to becoming a leading figure in the business sector.
Tapping into contingent workforces is an easy and effective way of tackling the challenge of lack of qualified staff at the workplace. For example, studies have shown that over 30% of the American workforces work on a contingent basis. This is predicted to reach over 40% by 2025 (Ding & Lehrer, 2018). By tapping into the increasing number of freelance human resources, contractors and consultants, UK organisations can not only save on costs associated with hiring permanent employees but also access highly skilled pool of potential workers and experts in their relevant fields of operation thus filling the operational gaps at the organisations in short notice.
Investing in training, Prioritising staff retention and Regular analysis of the recruitment processes is an effective approach to resolving the labour shortage problem across many organisations in different sectors of the economy (Mohamed et al, 2017). This is for the reason that the approach will not only help the organisations reduce the turnover rates at the organisation, but also offer their apprentice staff an opportunity to develop their skills further from the retained highly skilled and experienced senior staff through training, coaching and mentorship (Mohamed et al, 2017). 
Through coaching and mentorship, I was able to enhance my communication and customer service skills to suit the highly demanding needs of front of the office attendant’s position that requires high calibre skills in customer interactions. As such, I have realised that it is important for any organisation to retain their highly qualified staff as they not only help the organisation in terms of their work performance but also help develop the next generation of staff.
[bookmark: _Toc26946937]IMPLEMENTATION PLAN FOR THE PROPOSED SOLUTION

The implementation of this action plan entails three steps, that is, retention, recruitment and training. The first step of implementation will entail an evaluation of the current staff in order to identify the most qualified and experienced staff. The identified staff will thus be retained and those with expiring contracts have their contract revised and renewed. This will be followed by an evaluation of the organisation’s recruitment and selection policies in order to update them to more contemporary standards (Rienzo, 2016). This will then enable that organisation to move to a recruitment stage where new staff will be recruited and put through extensive training programs that will help tailor their skills to match the specific requirements for their roles at the organisation. Implementation of this plan should take nine months from inception to completion and will be carried out by the strategic human resource management department of the organisation.



[bookmark: _Toc26946938]MONITORING AND REVIEWING OF THE PLAN

This plan will be monitored and reviewed based on three indicators of success. The first will be ensuring that the best and most qualified staff at the workplace have all been retained. This will be assessed by the human resource manager in collaboration with the managers from other departments. A report on employee retention will be provided after every three months. The human resource department will monitor the recruitment processes for new staff and develop training programs which they will develop an evaluation criteria for identifying the successful completion of training for individual staff members at the organisation.
[bookmark: _Toc26946939]CONCLUSION
Problem solving and decision making proves to be an important aspect in the success of any organisation. With the current global qualified staff shortages, it is important that business organisation find the best possible solutions to the problem by making the most effective decisions in solving the problem of labour shortage. While not all problems may have an easy or quick fix, some complex problems may require robust approaches and strategies to be followed in order to resolve them. This report has analysed the lack of qualified staff at workplace problem, their effects and how the problem can be resolved through proper decision making. 
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