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[bookmark: _Toc112637865]Introduction
When a worker does not derive satisfaction from their current job, they are said to be dissatisfied with their job. When an employee's expectations aren't satisfied, they are left with a poor perception, which in turn leads to a lack of dedication to their work as well as the organisation. This may be the result of a number of different professional and personal factors, including a lack of opportunities for promotion, ineffective management, inadequate time for work-life balance, and other factors (Hom and Kinicki, 2001). Problem identification and taking effective measures can solve these crises in an organisation. This paper will analyse the problem-solving tools that can effectively address the current issue and make recommendations for moving forward. In addition, this discussion will also focus on various sorts of interaction measures with the stakeholders and various types of strategies for monitoring.
[bookmark: _Toc99311308][bookmark: _Toc112637866]The complex problem including its scope and impact
[bookmark: _Toc99311309]A staffing shortfall is a term used to describe the situation in which an organisation does not have enough employees to work for it. It is possible for it to serve as a crucial indicator of both the financial and operational health of a company. A high turnover rate among employees might lead to a shortage of available staff. This occurs when employees leave a firm because they are unhappy with the organisation, its management, or the corporate culture of the company, or because they receive job offers from other companies that are more desirable. When a company is facing a crisis of this nature, it is important for the company to conduct an internal review to determine whether or not the benefits that it offers to its employees are sufficient, whether or not the amount of work pressure is manageable, and what other issues employees are dealing with (Vangel, 2011). The management of the organisation needs to immediately begin collecting data, coming to conclusions about how this problem might be resolved, and putting those conclusions into action as quickly as they can.
[bookmark: _Toc112637867]Scope
[bookmark: _Toc99311310]It is highly crucial for an organisation to have a sufficient number of personnel in order to achieve the organisational goals. The day-to-day operations can be conducted without any obstacles to be completed. If there is not a scarcity of staff, there will be no additional strain placed on the employees in terms of their workload (Agarwal and Dewan, 2016). The performance of the organisation as a whole will improve, and workers will experience increased levels of satisfaction with their work.
[bookmark: _Toc112637868]Impact
[bookmark: _Toc99311311]Both the company's financial performance and its day-to-day operations might be impacted severely by a lack of available staff members. The effects of a staff shortage in a company might have a negative impact on the performance of the other workers of that company. The following list provides examples of some of these impacts:
· A decrease in the amount of personal time available to current employees as a result of increasing work pressure due to the lack of available staff members.
· Inability to meet project deadlines due to a shortage of available personnel in the organisation
· A high degree of stress as a consequence of the fact that the remaining employees are required to work on multiple projects at the same time due to a staff shortage (Gregory, 2011).
· Unable to meet the everyday requirements and objectives of the company.
[bookmark: _Toc112637869]Information analysis to formulate the decision-making process
The information analysis of the working environment and the employees reveals a number of facts, some of which may contribute to employee turnover, which in turn may result in a lack of staff. The workforce has a significant number of unresolved issues with management. The benefits and pay that are offered by the corporation to the staff members are not meeting with a great deal of approval. Although the organisation hires exceptionally smart people to work for it, there are very few opportunities for their professional growth and development. It is an additional factor that led to this crisis.
[bookmark: _Toc99311312]The identification of these factors as a result of the information analysis can be of assistance to the management of the organisation in formulating some solutions and putting those solutions into action in order to manage the issue (Davis, 2015). On the other hand, the implementation of some solutions may take a considerable amount of time, while other solutions may be implemented right away. The management has the ability to take the first steps toward adjusting the level of staff numbers immediately, which will, in the long term, result in a lower employee turnover rate.
[bookmark: _Toc112637870]Range of alternative solutions
[bookmark: _GoBack]It has already been demonstrated that the disparity in expectations and the absence of support from co-workers are the primary contributors to employee unhappiness, which in turn is generating a shortage of available workers. On the other hand, this can be disproved by any establishing process steps that can be constructed based on the problems that currently exist (Latif et al., 2013). In spite of this, it is possible to find solutions to the issues by carrying out an information analysis within the organisation and putting it into implementation. Some alternative solutions for mitigating the staff shortage problem are provided here.
[bookmark: _Toc112637871]Hiring more staff
Companies might make a temporary adjustment to the staffing issue by hiring more workers. The solution comes at a high price due to the money needed for the hiring procedure. When the turnover rate of an organisation is high, it can nevertheless function with the support of additional employees (Agarwal and Dewan, 2016).
[bookmark: _Toc112637872]Opportunities to grow in the company
Highly skilled and talented individuals are not interested in working in an environment where they will not be able to further their careers. In demoralising settings, people lose interest quickly and look elsewhere for employment (Gregory, 2011). It is the responsibility of the corporation to give these employees ample room for advancement if they can flourish.
[bookmark: _Toc112637873]Weekly bonus 
Incentives are a common strategy used to lower staff turnover. If an employee has had a particularly productive week, the company may choose to reward them with a weekly bonus. It's a great way to keep the employees inspired.
[bookmark: _Toc112637874]Management support   
Frustration sets in when an employee has problems at work and is unable to address them. For the sake of maintaining employee satisfaction, the company's management should take these kinds of situations into account and offer assistance (Mallikarjuna, 2012).
[bookmark: _Toc112637875]Decision-making technique for evaluation and identifying the best option 
Increasing salary of the old employees: Raise pay for employees on a regular basis to indicate that the company appreciate their hard work and dedication to the organisation. An easy way to improve morale, employee happiness, and motivation is with a salary rise. In particular, it might be of great use to the older workers. If there is a running firm, even a little pay increase might be beneficial. It is a wise investment to hold on to dedicated, diligent, competent, high-output, happy and potentially lucrative employees (Das and Baruah, 2013). But only increasing in the salary of the old ones will not bring good outcomes as all the employees shall look out for it regardless of age.
More days of holiday: Taking a vacation has been shown in several studies to have positive effects on physical health, such as lowering the risk of heart disease, enhancing the mental health, and lowering stress levels. Distracting oneself with calming activities like reading, light exercise, or a lengthy bath can help one deal with stressful situations. However, this risks becoming boring and the available spots will eventually be exhausted.
More benefits for employees: Benefits in the workplace are extra bonuses that companies give their workers on top of a regular paycheck. To make an informed decision on a job offer, knowing what perks are on the table is a big assistance. The advantages offered by an organisation are the set of rules and incentives set by that company's management (Phillips and Connell, 2004). The organisational setup here gives the worker a lot of ways to make decisions that work best for them. When it comes to employee benefits, for instance, health insurance, companies often provide several categories of coverage. The alternative structure is more consumer-focused and allows workers to choose their benefits package based on predetermined money provided by their employer. 
Appropriate option: Increasing employee benefits may be a feasible strategy for addressing the scarcity of skilled workers. The company may communicate its objectives and the employees can work toward achieving those objectives. This will help the company address its staffing crisis by inspiring its workers to work toward realistic objectives and push themselves to develop personally and professionally.
[bookmark: _Toc112637876]Plan for implementation 
	Particulars
	Outcome

	Hiring more staff
	This can be done by rolling out more vacancy notices in order to bring more individuals to the interview so that they can be hired. 

	Growth opportunities 
	Employees can get morale-boosting and career-enhancing assistance from their employers. In the workplace, there are many internal and external resources that employees may use to expand their skill sets (Phillips and Connell, 2004). An individual's contributions should be routinely acknowledged and appreciated, and not just monetarily.

	Weekly bonus 
	These bonuses are not promised and are provided at the employer's sole discretion. The most important aspect of discretionary bonuses is that neither the payment of a bonus nor its size or timing have been established in advance by the employer. This has the potential to be an additional benefit for the employees who complete certain weekly goals.

	Management support 
	Those in charge have an obligation to keep their employees informed of any news and developments inside the company. Spell out the new expectations and responsibilities for the job (Das and Baruah, 2013). The management can hire or employ on any basis to respond to sudden changes in the organisation. 



[bookmark: _Toc112637877]Communicating the plan to stakeholders
All parties involved in the implementation may benefit from knowing what to expect from the plan at each stage of completion through a well-thought-out stakeholder communication plan (Mallikarjuna, 2012). After the implementation strategy has been mapped out, a communication plan should be developed to define how key information will be communicated. 
Step -1: Identifying the stakeholders. In this case, it would be the employees, human resource management and senior management team.  
Step -2: The human resource management will have to communicate the plan to the senior management team for approval. The plan will be verified and adjusted by them. 
Step -3: The human resource management will then provide the details of the plan to the employees for further reference.
Step – 4: The employees can provide feedback if they feel any further change is necessary. 
[bookmark: _Toc112637878]Monitoring and review 
Designing a system to monitor and review progress is essential for making informed decisions, adjusting as needed, and communicating with those who have a stake in the outcome. There is more openness during the monitoring phase since management keeps tabs on, examines, and reports on a plan (Davis, 2015). Stakeholders have more opportunities to weigh in on the plan since more information is readily available to them. 
	Elements
	Monitoring and reviewing parameter

	Employee pleasure
	Can be measured by checking if the salary is satisfactory and beneficial for the employees in terms of retention.

	Work program
	Can be identified by seeing the acceptance of work programs. More involvement from employees in the work program means that retention is likely. 

	Reliability
	Having more employees who are retained means the employer has successfully retained employees and can rely on them in case of any objectives and goals (Agarwal and Dewan, 2016).

	Customer service
	Satisfactory feedback from the customers means that employees are putting out the best and there is a high probability of retention for the employees. 



[bookmark: _Toc112637879]Conclusion 
Staff shortages are a growing problem and it needs to be eradicated by implementing a fruitful plan. Providing more benefits to the employees is the most appropriate solution to the problem.  It can also include planned hiring, management support, weekly bonuses and incentives, and growth opportunities. The plan must be communicated with the stakeholders so that accountability is passed on. Appropriate monitoring and review parameters must be met to make sure there is no gap in feedback and adjustments. 
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