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Assessing effects of staff shortage on organisational performance in Food and Beverage Department; A case Study of Marriott Hotel Leicester, Smith Way, Leicester, UK 


[bookmark: _Toc181809951]Executive Summary
This research is based on the placement on a reputed hospitality organisation named Marriott Hotel Leicester, Smith Way, Leicester, UK. For this reason, the research is going to conduct secondary research on staff shortage and its impact on the performance of the organisation in food Marriott Hotel Leicester, Smith Way, Leicester, UK food and beverage section of the hotel. This research has used the secondary research data for conducting the research using the deductive, positivism research philosophy and quantitative research method.
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[bookmark: _Toc181809952]Chapter 1: Introduction 
[bookmark: _Toc181809953]1.1 Background of the research 
Staff shortage denotes insufficient manpower in the organisation that leads poor function and performance. According to Jill Poulston (2017), the staff shortage emerges from the higher employee turnover and impacts on the performance of the company deeply leading higher expenditure of management and recruitment (Pearlman and Schaffer, 2013). Creating a dynamic workplace is crucial to avoiding a labour shortage. When possible, providing remote work choices and implementing flexible scheduling can improve employee happiness. Maintaining a healthy company culture also helps with employee retention (Lerner et al., 2004). Employee productivity and retention are increased by 13% in an activity-based work environment where workers are free to select projects according to their interests and areas of strength (Gursoy, Maier and Chi, 2017).  Businesses in the hotel industry may draw and keep talent by fostering a dynamic work environment, especially with younger employees who are looking for more flexible and satisfying work schedules.
[bookmark: _Toc181809954]1.2 Research Aim
To determine the effects of the staff shortage on organisation’s performance in food and beverage sector at Marriott Hotel Leicester, Smith Way, Leicester, UK.
[bookmark: _Toc181809955]1.3 Objectives of Research Activity
1) To review the current trends of the workforce in the hospitality industry
2) To explore the effects of staff shortage in the hospitality industry in the UK
3) To explore the impacts of staff shortage on hospitality industry in food and beverage department at Marriott Hotel Leicester, Smith Way, Leicester, UK
[bookmark: _Toc181809956]1.4 Research Question
What are the impacts of staff shortage on hospitality organisation?
How the staff shortage impacts on the performance in food and beverage department of Marriott Hotel Leicester, Smith Way, Leicester, UK?
[bookmark: _Toc181809957]1.5 Rationale for the research 
The researcher has chosen the research with a view to fulfilling the course requirement. In addition, the research wants to explore the implication of the staff shortage the hospitality industry is experiencing. The researcher won interest over the staff shortage and its implication on performance in food and beverage sector of Marriott Hotel Leicester, Smith Way, Leicester, UK.


[bookmark: _Toc181809958]Chapter 2: Literature Review
WASHINGTON (Feb. 5, 2024) identified that more than 80% of the hotels are experiencing the acute shortage of staff and this impacted on the performance of the company. In addition, the report also highlighted that the companies are eager to boost the wages, incentives and others with a view to retaining the employees as much as possible (Poulston, 2021).
(Epos Now, 2024), The phrase "labour shortage" has gained a lot of traction in the hotel sector in recent years. It involves more than merely filling available jobs. The issues are more about keeping employees, improving work-life balance, and protecting the mental health of those employed in the hotel industry. The report also expanded that the hospitality sector was struggling with the staff shortage and asked the staff for longer working hours to meet the needs of guests (Epos Now, 2024). Staff shortage in an organisation can significantly affect how the company operates because the enough staff supports the function (Poulston, 2021). It can increase workloads and making it more difficult to satisfy customer needs and this stress can lower morality among staff at the workplace. For this reason, the staff shortage can lower productivity, and worsen service quality too (Guthrie, 2018). The higher turnover impact on customer retention and satisfaction by slacking the customer services. Basically, identifying the precise ways in which workforce shortages impact the company is essential to coming up with workable solutions in the food and beverage sector of tourism company (Tamata and Mohammadnezhad, 2022).
According to Matsuo et. al, 2021, shortage of employees in food and beverage section place on current employees is one of their major influences over the function. For this reason, employees may be forced to take on more responsibility and put in longer hours. This is how staff shortage may result in job dissatisfaction and burnout, which leads the team's performance. According to, Rantanen, et. al, 2020 Employees or workers who are overworked are also more prone to make mistakes in daily activities.
In addition, the expenses related to hiring and onboarding new employees can decline business's finances, operation and profit-making opportunities. 
(Poulston, 2017) told that it has been noted that company's reputation for having a high staff turnover rate may discourage prospective applicants from applying for jobs, which makes it difficult to build trust and retain a steady crew.
According to Combes, Elliott and Skåtun, (2018), hospitality organisation needs to take proactive measures to solve staff shortages to lessen the impact of these difficulties and Some of these techniques include cross-training staff members, providing competitive pay and benefits packages, and cultivating a healthy work environment to increase employee retention. They also added that hospitality organisation may preserve high productivity, guarantee business continuity, and uphold customer happiness by implementing these preventative actions. It was believed that the strategy supports corporate growth by stabilizing the workforce and attracting new talent in addition to helping to retain a motivated workforce (Parzonka, Ndayishimiye and Domagała, 2023).
Hospitality organizations may face serious difficulties because of high employee turnover that can raise hiring expenses and cause delays in operations. It might be occurred in by incompetent leadership, a dearth of prospects for professional advancement and unfavourable working circumstances (Patel and Conklin, 2020). The misalignment of employee expectations with the workplace and the staff shortages can be mitigated and turnover rates can be decreased by addressing these concerns through stronger leadership development programs, defined career progression paths, and increased communication (Syed, 2023).
The immediate changes in business needs or rapid breakthroughs in technology may result in a demand for more trained individuals in the market because to close the talent gap, employers could need to modify their hiring practices to draw in applicants with the requisite training or make investments in retraining current staff members (Adomat and Hicks, 2017). After all, the lack of employees can result in heavier workloads and less productivity, which can cause delays and worse service quality. 
Staff Shortage may have a detrimental effect on client satisfaction and increase consumer attrition. Putting money into training and development for staff members shows that the care about their professional progress and happiness and top talent can be drawn to and kept by chances for ongoing learning, particularly for individuals pursuing both professional and personal growth. 
According to a McKinsey article states that 94% of workers say they will stick around longer if their company makes an investment in upskilling because employee cross-training fosters a collaborative work atmosphere and increases your organization's flexibility amid workforce shortages. In addition, the workers acquire a wider range of skills, which boosts job satisfaction and enhances collaboration and communication (Henkens, Remery and Schippers, 2018). The microlearning is the term for brief, targeted learning modules that staff members may easily digest in bite-sized chunks, and it is advantageous because it makes it possible to pick up new skills quickly during breaks or downtime. It was expected that which promotes continual learning and skill development without interfering with everyday activities (Judge et al., 2021).
Shortages of staff negatively influences on employee morale and customer satisfaction because there aren’t enough personnel to manage the demand, current employees might experience stress and overload. It has been noticed that burnout, a rise in absenteeism, and a general decline in job satisfaction might result from this and to preserve a pleasant work environment and employee morale, organizations need to take proactive measures to overcome workforce shortages (Aeschbacher and Addor, 2018). Businesses in the hotel sector may increase their operational efficiency by integrating Artificial Intelligence (AI). The Artificial intelligence (AI)-powered chatbots and virtual assistants expedite client communications by promptly answering questions and enabling smooth reservations because the order processing and inventory management are two common processes that robotic process automation automates to improve backend operations (W., 2021). Additionally, demand forecasting is made easier by AI-powered predictive analytics by enabling hotels to manage personnel numbers in accordance with projected demands (Trivellas, Reklitis and Platis, 2024).


[bookmark: _Toc181809959]Chapter 3: Research Methodology chosen
[bookmark: _Toc181809960]3.1 Introduction 
The research methodology is integrated actions taken to collect, interpret, present the research data for the readers about a specific thing. The research method is important for making the research finding readable and clear to the readers. In this connection, the research methodology can include the research data collection method, sources, approach and strategies are useful in presenting the data (MacDonald, 2017).
[bookmark: _Toc181809961]3.2 Research Philosophy 
This research will use the positivism because the researcher wants to stick with the aims and objectives of the research (Tüzemen, 2019). Positivism research is relevant to the secondary research because it collects the secondary data and analyses the data based on the theme the research has. Positivism research is useful for the research where the research theme exists. So, the researcher needs to collect the research and relates the data with the objectives and aims set based on the research theme (Farber, 2020). The advantage of positivism research over the interpretivism is clear and concise. While thee interpretivism research focuses on much data and conclusion is not desirable, the conclusion and expected finding of positivism is desirable (Jansen, 2023). 
[bookmark: _Toc181809962]3.3 Research Approach 
The research will apply the deductive research because the researcher has a theme and existing theory to prove (Tiryakiol, Sarıtaş and Benzer, 2018). The deductive research initiates from the research theme and the researcher tries to test the research theme based on the data collected from the secondary research sources. The deductive research is advantageous in secondary research and quantitative research, so the researcher needs to stick to the research objectives and aims in collecting, presenting and interpreting the research (AskanAcademic.com, 2017). The inductive and deductive techniques are the two primary research methodologies. According to the inductive research technique, a study must be carried out based on certain observations pertaining to the research topic before the major theme is examined and a hypothesis is established.
[bookmark: _Toc181809963]3.4 Research Method
The research quantitative research method will be applied because the researcher is going to collect the secondary research data within shorty period of time. Data gathering and analysis techniques are referred to as research methodologies (Bundy et al., 2022). Qualitative research looks at human experiences and perceptions to understand complex societal events. This research has used the quantitative research because of its congruency with the secondary research and positivism research philosophy. More importantly, the quantitative research is advantageous in conducting the secondary research because it focuses on the existing theme to collect and interpret the research data to draw a robust conclusion for the readers. Because quantitative research aligns with positivist research theory and secondary research, it was employed in this study. More significantly, quantitative research is useful while performing secondary research as it concentrates on the current subject to gather and analyse research facts to produce a solid conclusion for the readers.
[bookmark: _Toc181809964]3.5 Research strategy
The researcher is going to follow a case study of the placement hotel where the researcher gained experience over the topic chosen. The research has examined the implication of the staff shortage over the performance of the organisation. Based on the placement’s experiences, on the hotel the researcher is going to explore how the staff shortage can impact on the performance of the organisation.


[bookmark: _Toc181809965]Chapter 4: Case Study 
[bookmark: _Toc181809966]4.1 Overview of the case study 
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 Leicester Marriott Hotel is reputed hotel in the UK being situated at Grove Park, Smith Way, Leicester LE19 1SW, United Kingdom.
This modern hotel, located off M1 highway Junction 21, is five miles from Leicester's downtown and less than a mile from Fosse Shopping Park. The modern rooms come equipped with tea and coffee makers, worktables, flat-screen TVs, and Wi-Fi (fee). Access to an executive lounge with complimentary continental breakfast and evening appetizers is provided by upgraded accommodations. Separate living spaces with couches are included in suites. In addition to a fitness centre, there is a stylish lobby lounge and a casual restaurant. A business centre and 20 conference rooms are among the additional facilities (www.marriott.com, n.d.).
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Description automatically generated with medium confidence]Hotel has more than 150 employees working there but it not enough to support the operation too. The company is experiencing with high turnover. There more than 227 room exist for the guest. The location of the hotel is 31 kilometres from East Midlands Airport. It provides the health club, pool, golf course and spa service. Hotel has more than 150 employees working there but it not enough to support the operation too (West and West, 2024). The company is experiencing with high turnover. There more than 227 room exist for the guest. The location of the hotel is 31 kilometres from East Midlands Airport. It provides the health club, pool, golf course and spa service.
[bookmark: _Toc181809967]4.2 SWOT Analysis of the Hotel
Strengths
Excellent check-in procedure with the ideal amount of quickness and helpful information. The room was contemporary, with comfortable beds. The executive lounge could need more vegetarian selections, but it was still good. Overall, a trustworthy hotelier provided a pleasant, consistent experience (Ibisworld, 2020). Excellent hotel and personnel. If you plan to stay there, reserve your breakfast in advance as it is less expensive than making a reservation at the restaurant. It's a terrific place otherwise. The hotel is a little beyond the city borders, but it's in great shape. The bathrooms, linen, and rooms are all immaculate. The employees are friendly and accommodating (Leicester Marriott Hotel, 2024).

Weaknesses 
The hotel is using the traditional way of management and behaviour towards the customers, but the modern customers are pretty care about the gorgeous in taking high-class of service. The place is crowded always that put the customer in troubles. In addition, the place is not distinct to choose it enough for the modern and young general indeed. The hotel still manages and interacts with its patrons in a conventional manner, but today's clients are more concerned with appearance and prefer first-rate service (Marriott, 2024). The location is constantly packed, which causes problems for the patrons. Furthermore, the location is not unique enough for the young, modern general to choose it. 
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Opportunities 
Since the company is renowned, the company can increase the presence of the company in the international business so, the new talented employees can attract to the company. More importantly, the company has the opportunities of implementing the talent management strategies to understand the need of the staff to accomplish the job with the company and assign the job according to the skilled labour forces. The hotel should empower the labour forces so that they feel valued and do not want to leave the organization frequently. The company is well-known, it can expand its branding strategies and draw in new, talented personnel. More significantly, the business has the chance to apply talent management techniques to better understand the needs of its employees and assign tasks based on the most qualified workers. The hotel should give its employees more authority, so they feel appreciated and are less likely to quit.

Threats
The main threat the company is going to face is the emerging hospitality organisation in this sector because the newcomers can understand what the customers wants. They are ready to provide deliver such service to the customers having recruited talented employees and assigning the responsibilities of the function to best employees. The Marriott Hotel is going to face the challenges in new company which can deal with the employees in better way focusing on the reduction of the employee turnover too. 
[bookmark: _Hlk181805821]Emerging hospitality organizations in this industry pose the biggest danger to the corporation since they can better grasp what clients want. They have hired skilled workers and given the function's obligations to the finest personnel, so they are prepared to offer such services to the clients. The Marriott Hotel will have to contend with the difficulties of a new business that can better manage its workforce, with an emphasis on lowering employee turnover.


[bookmark: _Toc181809968]4.3 PESTEL Analysis of Leicester Marriott Hotel Marriot Hotel
PESTEL analysis is important to understand the external business environment because it scrutinises the political social, economic, environment, legal and technological factors that can impact on the business function, profit making and employee management. Because it examines the political, social, economic, environmental, legal, and technical elements that may have an influence on how a firm operates, makes money, and manages its workforce, PESTEL analysis is crucial for understanding the external business environment.
Political Factors: The new policies of the government can impact on the payroll of the employees. In this connection, the UK political environment is stable now that might now negatively impact on the employee recruitment, on-boarding and training. The agreement with the EU is expected to impact on the employee relationship management. Employee payroll may be impacted by the government's new rules. They may advocate for salary increases that boost operating costs, hiring costs, and other expenses. In this regard, the current political climate in the UK may have a detrimental effect on hiring, onboarding, and training new employees. Employee relationship management is anticipated to be impacted by the agreement with the EU. 
Economic Factors: inflation, interest rates, exchange rates, employment rates and income level of the people are expected to impact on the employee relationship management. More importantly, the increased inflation in the UK negatively impacts on the employee relationship management because it escalates the demand of the employees. If these are not met up, then the employees will switch of the new organisation, where they get higher payment. In addition, the lower per capita income and increased interest rates are expected to negatively impact on Marriot in recruiting the new employees, conducting the training for the new employees come to the organisation leads high expenditure of the business operation. Employee relationship management is anticipated to be impacted by inflation, interest rates, currency rates, employment rates, and the general level of income. More significantly, the UK's rising inflation raises employee demands, which has a detrimental effect on employee relationship management. Employees will go for a new company where they will be paid more if these are not fulfilled. Furthermore, it is anticipated that rising interest rates and a decline in per capita income would have a detrimental effect on Marriot's ability to hire new staff members, since training them results in significant operational costs.


Social Factors: Demographic factors, age factors, lifestyles, change of customer behaviours are included in the social factors that impact on the services and product of Marriot. The lifestyles of the UK people have changed and become the dynamic that requires higher customisation of the service of hospitality industry. In addition, the new generation has come to market of hospitality that requires etiquette, manners and social association from the employees working in Marriot. So, the expenditures might soar up with the changes in the social factors in the society. Social elements that affect Marriot's services and products include demographics, age, lifestyles, and shifts in consumer behavior. People's lifestyles in the UK have evolved to the point that the hospitality business must provide more individualized services. Additionally, the younger generation has entered the hospitality industry, which demands social interaction, civility, and etiquette from Marriot staff. Therefore, if the social variables in society change, the expenses may increase. 
Tectological factors: The improvement in the technological factors such as artificial intelligence, data management, virtual realities, AI chatbots, recognition technologies and others are used in the hospitality industry that put the industry in the competitive position to attract the customers. The hospitality business is in a competitive position to draw in clients thanks to advancements in technical aspects including artificial intelligence, data management, virtual reality, AI chatbots, recognition technologies, and others.
Environmental Factors: The impact of the environmental factor is intense because the hospitality industry is expected to expose to environmental pollution that piles up the cost of the business operation. In addition, government has asked to ensure the sustainable hospitality practice to support the green management. Because the hospitality sector is anticipated to be exposed to environmental contamination, which raises operating costs, the environmental component has a significant influence. To promote green management, the government has also requested that sustainable hospitality practices be used.



[bookmark: _Toc181809969][bookmark: _Hlk181713490]4.4 Porter’s Five Forces Analysis Leicester Marriott Hotel
Porter’s Five Forces demonstrate the power of suppliers, power of buyers, intensity of existing companies, intensity of newcomers and others. The power of suppliers, buyers, established businesses, and entrants are all shown by Porter's Five Forces.
Bargaining power of the customers: With the development of the technologies, improved social factors, the power of the customers has been improved and got strengthened. So, it has been tough for Marriot to cope with the market in the hospitality industry. The power of the customers bargaining negatively impacts on the expansion of the business and manage the existing employee within the workplace. The power of the consumer has increased and been reinforced with the advancement of technology and better social elements. As a result, Marriot has had difficulty navigating the hospitality sector. The ability of consumers to negotiate has a detrimental effect on managing current employees in the workplace and on the growth of the company. The power of the consumer has increased and been reinforced with the advancement of technology and better social elements. 
Bargaining power of Suppliers: As a result, Marriot has had difficulty navigating the hospitality sector. The ability of suppliers to negotiate has a detrimental effect on managing current employees in the workplace and on the growth of the company. With the development of technology and improved social aspects, the supplier’s power has grown and been strengthened. Consequently, Marriot has encountered challenges in the hotel industry. Suppliers' power to bargain has a negative impact on how present employees are managed at work and how the business expands.
Threats of substitution: The threats of substitution have emerged strongly to engulf the new customers. The old business organisations are struggling to keep their customer on hand because the substitute businesses are offering innovative service and products. Strong threats of replacement have surfaced to ensnare the new clients. Because the alternative companies are providing cutting-edge services and goods, the established firms are finding it difficult to retain their clientele.
Threat of new entry: The threat of new entry is limited in the industry because there many companies are dealing with the customers and the existing businesses are very diversified and distinguished. Due to the large number of firms serving clients and the diversity and distinction of the current enterprises, the industry is not as threatened by new entrants.
 Competitive Rivalry:
The competitors of the Marriot are Hilton, InterContinental, Premier Inn, Holiday Inn, Hyatt and others. These are involved in developing the innovative product and services for their customer. so, it has been tough for the company to deliver better service with limited number of the staff working presently. The company should enlarge the wings of the employee recruitment and training for improving the operational efficiency. Basically, the new hospitality organisations in this industry are going pose the biggest danger to the Marriot because they can better grasp what clients want. They have hired skilled workers and given the function's obligations to the finest personnel, so they are prepared to offer such services to the clients. After all, the Marriott Hotel will have to contend with the difficulties of a new business that can better manage its workforce, with an emphasis on lowering employee turnover.

[bookmark: _Toc181809970]Chapter 5: Theme Exploration 
[bookmark: _Hlk181710317]The theme is impact of staff shortage on organisational performance. According to the research, the staff shortage negatively put pressure on the existing employees who leave negligence at the workplace. The main causes of this shortage are pay, work environment, stress, and management behaviour (Conradie and de Klerk, 2019). The author made the case that until the teacher turnover rate is reduced, traditional education measures like teacher recruiting programs cannot address staffing difficulties (and enhance school performance).   has especially detrimental effects on organizations like hotel organization that require a high level of interaction between participants and that depend on staff dedication, consistency, and unity. The hotel industry's ongoing problem of not having enough skilled workers to satisfy industry expectations is symbolized by the staff shortage (Dhulla, 2012). 
There are operational challenges and possible implications on client satisfaction because of this shortage, which affects a variety of positions within hospitality organizations, such as hotels, restaurants, and other service-oriented enterprises (Sandlin, 2021). Although it might seem like it only has to do with quantity—that is, not having enough employees—it also has to do with quality. Personalization, self-check-in, AI use, and other significant innovations have swept across the hospitality sector, making it difficult for certain employees to adjust and stay up to date. Businesses feel stuck because of staff shortage because it makes it difficult for them to grow and stay competitive (KRØTEL and VILLADSEN, 2015).
There were 85,000 openings in the hotel industry in 2021. This increased 72% to 146,000 by the end of 2023. According to a source, over 45% of the workforce in the UK hotel industry used to be from the EU. Only 25% of this is left. People are finding it more and more difficult to obtain a UK visa. The government must assist in enhancing the immigration process and consider expediting the visa application process for those working in the hotel industry. Since 2020, officials have examined the number of employees on payrolls during the COVID-19 pandemic and the post-Brexit agreement with the EU (Tarrant, 2018). They discovered that, even when furloughed workers were included, all payrolls decreased when lockdowns went into force. 
Staffing shortages in the hospitality sector are often caused by a confluence of structural, economic, and cultural reasons. The hospitality sector is notoriously hard and stressful. Under the circumstances, workers are frequently expected to put in lengthy hours. This can have a significant impact on employee turnover, which can lead to unfavourable working circumstances including claustrophobic and unpleasant workplaces and a lack of privacy. Not to mention inadequate perks and compensation (Huselid, 1995). Workers may frequently find more lucrative positions with superior benefits elsewhere.
The hospitality industry is now experiencing a staffing deficit, which makes it very challenging to find applicants to fill the growing number of job openings. The fact that many Travel & Tourism workers who were laid off or placed on furlough during the pandemic left the industry or went to other industries is a major contributing reason to the increase in workforce shortages. Travel and tourism will now need to compete with other industries to draw in fresh talent since the demand for labour is growing while the supply is limited. The number of migrant workers, who are essential to the industry, has decreased as a result of travel restrictions during the epidemic, which is another significant contributing factor (Ton and Huckman, 2018). 
In the pre-pandemic situation, the foreign-born workers made up around 20% of the tourist workforce in the United Kingdom and 16% of the workforce European Union. One The declining labour supply has not been lessened by the return of migrant workers to their home countries. In addition, the decline in immigration in 2020 within the sector, industries will have more particular hiring difficulties than others (Langbein and Stazyk, 2018). For example, in the aviation sector, new pilots must complete extensive training, and airport support employees must pass stringent security checks, which sometimes include waiting for a government security clearance. The need for these positions cannot be filled quickly since such training and procedures might take a long period. Additionally, several positions call for ongoing training, but this crucial process was negatively halted by the epidemic. The industry is expected to create 126 million new jobs between 2022 and 2032, but its ability to fully recover will be constrained if the underlying reasons of workforce shortages are not addressed (Javed, Balouch and Hassan, 2023).
It has been found that 185 nations in our research, the UK had the eighth-smallest decline in the number of employments in the hospitality industry 2020 and this is mostly because of the government's job retention programs are weak to improve the employee motivation. For this reason, the number of people directly employed in the industry climbed by 3.7% in 2021, from 1.57 million to 1.63 million. The industry is predicted to have an average gross labour shortage of around 114,000 in the second half of 2022 as more visitors go to the UK. 
The labour deficit is anticipated to be much more severe in the third quarter of 2022 during the high-demand season, when there will be a 128,000-worker shortfall between supply and demand. Relatively speaking, it suggests that there may be a 7% shortfall, or 1 in 14 job positions going unfulfilled. The problem has been exacerbated in part by the increase in the rate of economic inactivity. In the first quarter of 2020, there were 92,000 persons of working age who were either unemployed or not looking for work (Afzal et al., 2019). 
Hotel breakfast buffets were mostly suspended due to social distancing measures and the challenge of cleaning and replenishing unkempt buffet counters with fewer employees. Simple brown bag lunches replaced the free, all-you-can-eat breakfast that was provided by the majority of hotels (Zimmerman and Darnold, 2023). Apart from switching rooms between visitors, cleaning has been cut out or eliminated entirely at many hotels. As a result, visitors now have overflowing trash cans and are required to perform household tasks (such as cleaning their beds), which many believe should not be required while on vacation. Customer satisfaction has naturally declined because of the labour shortfall. From 2021 to 2022, 6,200 passengers were questioned for the American Customer Satisfaction Index's Travel Study, which revealed a 2.7% decline in hotel client satisfaction over that time (Olsen et al., 2020).
Most locations under several well-known brands, including as Hilton, Hyatt, and Marriott, let you use your phone as a digital key. Hyatt's digital keys are compatible with the Apple Watch. Up to 24 hours before to check-in, Hilton allows you to select the precise room you like.  And technological advancements aren't limited to better applications. Some hotels are switching from room service to more technologically advanced options, such as joint ventures with meal delivery services (Dick, 2021). Others are equipping their lobbies with upscale vending machines that can serve freshly prepared meals, giving visitors access to food at any time of day. The destinations of employees who leave the hotel sector are illuminating. 14% of former hotel employees departed to work in retail and other customer-facing positions, while 25% found employment in other hospitality-related fields including food, gaming, and leisure cruises. If our theory is right, this new tendency will make it harder for professionals in the hotel business to get work at other Approximately 35% of former hotel workers thought their new position was a part of the gig economy (Ben-Porath, 2021). 
Individuals who formerly worked for traditional gig economy firms, including ridesharing companies, were not the only former employees in this group. Because they had more flexible schedules and working arrangements, they also included people who self-identified as gig workers yet worked in industries like retail, food, healthcare, or transportation. The lesson is that the hotel business needs to take action to keep up with other sectors that may draw talent due to their ability to provide a self-directed schedule (Krueger, 2018).
Employee discontent and turnover are caused by inadequate training, especially in specialised positions like supply chain management, data analytics, and advanced warehousing. Companies suffer from high turnover not just monetarily but also in terms of staff morale and industry reputation (Sharmili, 2023). As a result, staff retention becomes a problem that needs to be resolved before it compromises the business's competitiveness, productivity, and success. A bad connection with co-workers and/or direct bosses is one of the main reasons why employees become dissatisfied and demotivated. In the end, these elements raise the likelihood that employees will quit. Strong bonds between co-workers, supervisors, and employees promote a positive outlook and motivate them to stay on the job. An employee's intention to stay is said to be directly influenced by their relationships (Pereira, Malik and Sharma, 2021). Poor connections at work were the main reason given by 11% of respondents for looking for other work. 
Both intrinsic and extrinsic rewards can inspire many workers. Employees will consider the financial benefits and seek a career with an organization that offers the highest remuneration package if intrinsic reasons like recognition and career advancement are absent. Employees, particularly entry-level workers, are more inclined to look for other job for a very slight raise in pay, according to HMs polled for this article. Senior management staff, on the other hand, consider compensation packages to be significant, but they won't use them as the only consideration when making important career decisions (Pandey, 2020).
Consequently, the suggested model replicates the performance of the fictitious hotel in two scenarios: one with a high staff turnover rate and the other with a low one. Full productivity, or a 100% contribution, is assumed under the base case, which has a marginal turnover rate of 0-5%, provided the hotel can keep its best employees. Our interviews revealed that the average annual workforce turnover in the UK hotel industry is around 30%. In contrast to the base case, we modify this proportion to reflect our alternative scenario, which shows a high turnover rate and a loss in productivity, which lowers the staff's contribution to performance (Neupane, 2020).
The workplace exposed to sluggish and sloth due the lack of skilled labour to manage the business operation. The no recruitment policies were able to harmonise the workplace that would support the business operation in befitting manners. The company's workplace is trying to address the issue of labor scarcity, and few workers were too exhausted to complete the task.
 The increasing need for digital products has led to a significant rise in the hotel tech sector, particularly in recent years (YAP and KENYON, 2023). The usage of digital goods is closely linked to a more efficient daily work routine and, owing to automation, an enhanced guest experience, whether it is in the areas of bookings, check-ins, in-room experiences, or internal and guest communication. Giving the dwindling workforce the right resources and offering them as much assistance as possible is more crucial today than ever (Austin, Stevenson and Wei-Skillern, 2023). The staff shortage is not exposing new threat to the hospitality organisation, rather it started it influence during the pandemic situation. The condition is not escalated by the higher inflation in the market that pushes the employee turnover unnecessarily in the hospitality industry too. The proliferation of the internet and social media platforms created much job that does not offer hardship to the employees, so that employee switched to those sectors to satiate themselves. The lack of employees is not creating a new risk to the hotel industry; rather, it began to have an impact during the epidemic (JasiAAska and Hab, 2019). The situation is not made worse by the increased market inflation, which also causes needless staff turnover in the hotel sector. Employees shifted to such industries to satisfy their needs since the widespread use of social media and the internet generated many jobs that do not present hardships to workers (Macduffie, 2021).
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In the hotel business, a staff shortage refers to the ongoing issue of not having enough competent workers to fulfil workload the organisation requires to have. For this reason, shortfall staff has an influence on a variety of positions in the hospitality industry, such as those in hotels, restaurants. It may also have an impact on tourist satisfaction that causes operational challenges (Matsuo et al., 2021). Although it might seem like it's only a question of quantity, but it is not having enough employees indeed. It also has to do with quality. The hotel business has experienced significant changes, including customization, self-check-in, AI usage, and more (Vertovec, 2021). 
As a result, some staff members are finding it difficult to adjust and stay up. Companies have a sense of stagnation because of this issue, which makes it difficult for them to grow and stay competitive. More deeply, there exist many alternative efficacious tactics for drawing in and keeping exceptional personnel and top talent may be attracted and retained by offering competitive pay and benefits packages, opening professional progression chances, cultivating a good work environment, and encouraging work-life balance (Debrah, 2020). After all, the employers could also fund programs for employee appreciation and prizes to recognize and value the efforts made by their staff members, which will increase their loyalty and job happiness (Vertovec, 2021). 
By 2027, the size of the worldwide hospitality industry is projected to grow at a CAGR of 10.62% to reach USD 7239000.0 million. There are still over 1.2 million open positions in the hotel sector globally, despite this significant expansion. Six percent of workers in the hospitality sector quit each month. Each month, 5.2% of hotel employees, 6% of restaurant employees, and 8.5% of pub personnel quit their jobs. According to the Bureau of Labour Statistics, yearly turnover in the hospitality sector is estimated to be between 70 and 80%. The worldwide hospitality sector, which includes hotels, restaurants, and other service-oriented businesses, is severely and pervasively short-staffed (Rafiq and Ahmed, 2020).
Employees may feel overworked, more stressed out, and under more pressure to fulfil customer requests if there are fewer hands to divide the labour. Staff shortage situation frequently results in burnout, lowering the morale among the surviving employees because the negative effects on employee well-being may make retention issues worse (MacKenzie and Forde, 2022). It can put additional burden on operations. Revenue possibilities can be missed, and it results from workforce shortages that prevent businesses from meeting client expectations. However, the hospitality firms may have to curtail services, shorten hours, or even turn away potential clients due to a shortage of staff to attend to guests. In addition to having an immediate negative financial impact, this may have long-term repercussions as unhappy or inconvenient customers may decide to visit other locations in the future (Chand and Katou, 2021).
The hotel sector has been severely impacted by the labour shortage. But crises are also the ideal moment to reevaluate and implement changing and increasing number of hotels are choosing to digitize their work processes in order to maintain the highest level of guest experience and to assist smaller hotel staff in their everyday tasks. Around 35,000 workers are needed in Austria, according to the sector, and 60% of German tourist companies are seeking for qualified candidates for both full- and part-time positions (Kochan et al., 2018). There is a severe lack of competent labour in the tourist sector. Cooks, waiters, and housekeepers are all out of work. Moreover, there is a greater need than ever for temporary workers. The hospitality sector is, in all honesty, no longer seen as a desirable place to work, and this is by no means a local problem. 
Recommendation 
Retaining current personnel becomes crucial at a period when finding fresh talent is difficult. Acknowledge the importance of your employees and make investments in programs that foster job happiness, such as competitive pay, extensive benefit plans, chances for professional growth, and a supportive workplace environment (Langan, 2021). During times of workforce scarcity, cross-training people for various jobs within your organization might offer flexibility. Giving employees a variety of talents allows them to move across departments with ease as necessary, guaranteeing that key functions are sufficiently covered (Mastracci, 2021). Provide a range of flexible scheduling choices to meet the various demands of your employees. When possible, put techniques like part-time work, staggered shifts, and remote work arrangements into practice. Provide a range of flexible scheduling choices to meet the various demands of your employees. When possible, put techniques like part-time work, staggered shifts, and remote work arrangements into practice (Tamosaitis and Schwenker, 2018).
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This chapter demonstrated my own experiences with the hotel place. Here I place few of them were notably enjoying. 
It was my great opportunity to get a placement on the Leicester Marriott Hotel. The placement helped me experience anything around the staff shortage and implication on the performance of the organization. I could have the chance of overseeing the implicationally with my own eyes. I was assigned some tasks daily and I did not feel pressure because I enjoyed the placement. More importantly, I was able to determine my own lack and gap regarding the operational management. I got opportunity to note down the customer review, attitude and behaviour toward the organization. 
I had a fantastic chance to be placed in the Marriott Hotel in Leicester. My experience with the personnel shortfall and its impact on the organization's performance was aided by the placement. I could have the opportunity to observe the implication directly. I was able to identify my own operational management gaps and deficiencies. I had the chance to record the opinions, attitudes, and actions of the customers regarding the company.
I have experienced with the staff shortage at the placement hotel I worked few weeks. 
After all, the impacts of the staff shortage I experienced with the hotel was very crucial understand because the employee turnover have engulfed the whole industry that shakes
the employee management system in the hospitality industry. More importantly, the staff shortage, increasingly going up to dismantle the connection between employee motivation and performance of the hotel. Marriot hotel is struggling to settle down the higher employee turnover by providing incentives, promotion, higher paid but nothing brings better results. 
The placement hotel where I worked for a few weeks had a staffing deficit. After all, the effects of the staffing shortfall I encountered at the hotel were extremely important to comprehend since employee turnover has affected the whole sector, upending the hospitality industry's personnel management structure. More significantly, there is a growing staffing deficit that is destroying the link between hotel performance and employee motivation. By offering incentives, promotions, and higher salaries, the Marriot Hotel is attempting to reduce the increased staff turnover, but nothing is producing better outcomes.

The staff of the Marriot hotel is concerned over the higher payment, secured workplace, healthy working environment, promotion, power and others but Marriot can’t cope up with the condition of the messed workplace anyhow. In addition, the staff attitude, retention, behaviour and others are not up to standard to meet up the customer demand too and the staff shortage at the workplace. The Marriot hotel's employees are worried about increased compensation, a safe workplace, a healthy work environment, promotions, power, and other things, but Marriot is unable to handle the state of the chaotic workplace nevertheless (Font et al., 2012). 
Additionally, there is a personnel deficit at work and the attitude, retention, behavior, and other aspects of the workforce are not up to par with consumer demands. Marriot’s rivals include Hyatt, Hilton, Premier Inn, Holiday Inn, and InterContinental. These are engaged in creating cutting-edge goods and services for their clientele. Therefore, with only a small number of employees now working, it has been difficult for the organization to provide better service. To increase operational efficiency, the organization should expand its hiring and training efforts.
It has been noticed by me that the workplace of the company is striving to cope with the shortage situation of the staff at the workplace. Few of the employees were tired to accomplish the job. I also came to see that the staff shortage impacted on the quality of the product and services because shortage of staff swelled the dissatisfaction at the workplace. 
It has come to my attention that the company's workplace is trying to address the issue of labor scarcity. Few workers were too exhausted to complete the task. Additionally, I discovered that the lack of employees affected the ability of the goods and services as it increased employee discontent at work. The absence of trained labor to oversee the business operation made the workplace appear extremely slovenly, slow, and tepid. 
It was my better opportunity to conduct secondary research on the staff shortage and its impact on the performance of the Marriot Hotel. I enjoyed the research operation, and it gave me much pleasure. In future, I am going to conduct primary research where I will use questionnaire to collect the research data from the respondents directly. I think I would navigate the problems I faced in this research. 
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