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Introduction
The hotel and hospitality industries have been strained by the increasing issues of workforce shortages and labour issues, exacerbated by the aftermath of the COVID-19 pandemic and various reasons. These issues arise from a combination of factors i including a reduction in the workforce due to health concerns, low wages, high competition in the labour market, fewer young workers who are willing to perform the strenuous tasks, and the prevailing cultural inclination towards a healthy work-life balance and meaningful careers (Elshaer and Marzouk, 2019). This kind of challenge significantly increased pressure on existing staff affecting the service quality, operational efficiency and sector's revenue sources while businesses struggle to attract and retain skilled workers. The strategies that are deployed should focus on introducing innovative approaches to recruitment, wages, retention, working conditions to address the evolving demands of the labour market and ensure the sustainability of the hospitality industry.
 

Overview of Literature
According to numerous research papers, a shortage of staff and labour is a major concern in the hospitality sector. The literature focuses on several dimensions of these challenges, including the cause and solution avenues, offering a wide range of perspectives and approaches.
Morosan and Bowen (2022) present the adaptation of sophisticated information technology (IT) as one way to deal with the problem of labour shortages in hospitality industry. The report suggests that digitalisation can introduce structural changes to business models that can be quite effective in ameliorating the impacts of temporary shortages and improving resource utilisation to pre-pandemic levels. This implies that technology not only boosts productivity but also attempts to address the workforce shortage by utilising new technology previously operated manually. The authors synthesise both academic and complementary works to demonstrate that incorporating IT into old hospitality models can significantly reduce human resource crises (Morosan & Bowen, 2022).
On the contrary, Kwok (2022) focuses on the persistent nature of the labour shortage and therefore develops a collaborative solution between academia and industry to resolve the problem. He foresees that the slump in the labour supply will emerge as a more severe issue as the imbalance between labour demand and supply will be pursued in the next few decades. In the book, Kwok underlines the role of programmes of culture, tourism, and hospitality education as vital in creating future managerial talents and hints that more cooperation can lead to the development of effective talent management strategies, including talent acquisition, development, and retention. This outlook encourages such a system approach, covering both education and industry practices—not only fresh engineering solutions but also broader organisational practices (Kwok, 2022).
Demonstrating another dimension, Heisler and Bandow (2018) discuss the capacity of the older workers to compensate for the possible labour shortage. Heisler and Bandow (2018) identify the demographic composition of the workforce, revealing an increased number of older workers with retirement schedules later than conventional retirement ages. The author suggests that companies can temporarily address the talent shortage by bringing in older skilled workers and fostering a collective environment. They are hostile towards practices that do not take advantage of this age group, which makes the population crunch worse (Heisler & Bandow, 2018).
Many types of views create a mosaic of the challenges of working in the hotel. Morosan and Bowen (2022) see technology as the sole tool for conquering these challenges, but according to Kwok (2022), they should rather be part of a more complex approach that must include educational reforms and strong industry-academia linkages. On the one hand, Heisler and Bandow (2018) emphasise the importance of ready-to-work older workers, a so-often overlooked population, for filling the skill gap.
A discrepancy represents two approaches to this problem: a technology-stand-alone solution and a labour shortage solution achieved through more complex changes such as education system reform and workforce management practice improvements. While tech tools provide quick-fix automation and operational efficiency, they fail to encompass the need to develop a sustainable strategy that will not only foster engagement but also build a competent labour force in the organisation. And hence, all the literature serves as the backbone of a comprehensive approach to medication for labour shortages, including technological solutions as well as educational and managerial innovation to build the industry's resilience and adaptability.
 

Application to the Hotel and Hospitality Industry
The range of problems such as staff shortage and labour issues confronting the hotel and hospitality industries is reliant mainly on political, economic, social, technological, environmental, and legal factors. Such dimensions as a combination of work environment, long working hours, the inability to take time off, and work life balance heavily influence labour issues, for instance, labour turnover and staff shortages (Serra-Cantallops et al., 2018).
Political Impacts: Implications for Immigration Policies and Labour Laws
Political elements and government’s rules are predominant factors to deal with labour issues in the hospitality sector. Immigration policies, visa rules, work permit policies for foreign workers are necessarily what hospitality businesses rely on. According to Professor Donald Houston and Stephen Hunsaker’s UK in a Changing Europe analysis, UK exit from European Union played a role in the large shrinkage of its workforce (www.ukandeu.ac.uk). In the USA, the United States Bureau of Labour Statistics (BLS, 2020) statistics show that the entertainment and hospitality sectors employ more foreign-born workers than any other industry, with about 20% of these workers being immigrants (Leung et al., 2021). On a large scale, increasing immigration restrictions can often result in a smaller pool of available labour from which businesses can choose. There can be dire staff shortages.
Economic Impacts: Wages, unemployment rates, and economic cycles
Economic factors, on the other hand, are equally important. While their counterparts in other industries receive higher wages, hospitality workers receive minimal compensation. According to U.S. Bureau of Labour statistics for 2021, the median wage for food workers was slightly over $24,300, which was significantly below the all-occupation median of $41,950 (Choi et al., 2019). These wage gaps, in turn, increase the risk of staff shortages as employees may move to areas that offer better-paid jobs.
Unemployment rates also indirectly deter labour supply. Low unemployment is a challenge for hotels and restaurants because finding and retaining employees is more difficult during this period. Moreover, high unemployment tends to alleviate staffing shortages, but an improvement in the economy often leads to a higher turnover rate (Tan and Despotis, 2021). The economy, which is subject to business cycles, compounded these dynamics when, in boom times, demand for hospitality services increased and aggravated already limited labour forces. The UK Office for National Statistics says that GDP grew by 0.6% in the quarter 1 of the 2024 which in turn good news for hotel and hospitality business. VisitBritain, the UK’s official tourism service in their Full Year 2023 Survey by the ONS Published on 17th May 2024 revealed that the number of international visitors to the UK for Holiday, visit to friends and relatives (VFR), and Business rose to the pre pandemic level of 2019 (www.visitbritain.org).
Social impacts: work-life balance and demographic changes
Change of societal visions towards work-life balance and demographic patterns determine labour supply in the hospitality industry. The older group of youth, i.e., Millennials and Generation Z, think of college as a place to achieve balance and flexibility more than the elderly. A Deloitte study (2019) among millennial workers exhibited that work-life balance is the number one priority of 84% of respondents when they apply for a job. This presents a huge challenge for an industry known for the absence of regular hours and working in stressful situations (Sarwar and Muhammad, 2021).
Demographic changes also matter because they are a significant part of it. The departure of generation 'X' has resulted in a significant vacancy in the sector due to a decrease in the number of workers occupying traditional roles. Moreover, as Western countries experience the phenomenon of ageing populations, this is potentially leading to a shrinkage in the working force that can be counteracted by policies of either prolonging working lives or attracting younger workers from elsewhere.
Technological Impacts: Automation technology and digital tools for labour force management
Robotics and digital tools provide transformative power to the hospitality industry, especially when faced with labour problems. The hospitality industry, like hotels and restaurants, is progressively using automation technologies such as self-service kiosks and automated attendants to reduce dependence on human resources and improve business processes (Lam et al., 2022). For instance, according to a McKinsey segment report, the hotel industry currently relies on existing technology to perform nearly 73% of worker activities. Companies such as Hilton and Marriott have developed digital check-in systems and robots that can assist as concierges and manage labour shortages.
Digital workforce management tools likewise play a crucial role. Software solutions that prepare and track scheduling, payroll, and employee communication free up administrative work hours. These tools allow managers to make real-time adjustments, which overall help plan and manage variable demand patterns at these facilities. For example, cloud-scheduling platforms such as Deputy and When one work accommodate these requirements and match them with those of the business, which may help to reduce turnover by increasing job satisfaction (Liu-Lastres et al., 2023).
Environmental Impacts: Seasonal Employment Patterns, Regional Labor Force Reservations
Tourism is highly labour-intensive, as the seasonal trends and geographical availability of labour require special attention. Seasonal labour demands follow fluctuating patterns, and peak periods naturally require many staff, including substantial temporary help, which can be a challenge to find locally. In tourist-burdened areas like the Mediterranean, the demand for hotel stuff is swamping by 200% in the heat of summer (Sheehan et al., 2018). Businesses are generally known to work around the knowledge gaps in their host countries, for which they need migrant workers in their home country and host country.
Legal Impacts: Workplace Regulations, Minimum Wage Norms
The law on employment and the minimum wage are the two most significant beacons in the HORECA. Minimum wage rules can have consequences for labour costs, productivity, and profitability. For instance, an increase in the minimum wage can lead to an increase in operational expenditure, but it can also enhance job retention by providing workers with better compensation. National minimum wage is set by the UK government as recommended by the Low Pay Commission.  In USA The Fair Labour Standards Act (FLSA), which includes both federal and state regulations, defines not only wages and work hours but also the working conditions of employees, which, in turn, impact the way businesses manage their staffing requirements (Dogru et al., 2020). States may have already put a floor on the minimum wage of $ 15 state-wide as required companies to revamp their labour system (Bowen and Morosan, 2018). 
  

Evaluation of Future Strategies and Policies.
Nowadays, the hotel and hospitality businesses are facing an acute problem of staffing shortage and employment volatility because of worldwide political, economic, social condition, and technological progress. The Institute for Employment Studies said that labour shortages were affecting the whole economy and recent official figure from the ONS shows that hospitality sector seeing some of the biggest shortages (bbc.co.uk 26 October 2021). Ability to learn about these problems are very significant for creation of appropriate policies and strategies (Ann and Blum, 2020).
 
Assessment of current management practices and their limitations
The present employment strategies in the hotel industry have been largely based on short-term arrangements like seasonal recruitment as well as a labour mobility system to fill in the labour gap. Though these manoeuvres would provide temporary solutions, they won’t resolve a long-term sustainability challenge. To resolve staffing problems, the Marriott International has turned to the digital innovation to find solution. Customer service teams dealing with AI and chatbot applications for solving inquiries decrease workload for operators which freed them up to focus on more complex assignments. Moreover, collaboration with robots and digital platforms, among other things, has supported both operational efficiency and increased challenges by eroding the quality of customer service and integrating technology with the human element of hospitality (Heisler and Bandow, 2018).
The next major point of concern in general is the industry's comparative lack of competitiveness in wages and benefits, which is one of the main reasons for the industry's inability to attract and retain skilled employees, especially when compared with other sectors that are more successful in this aspect. Another aspect is the changing work culture which is disregard for the traditional work schedule in hospitality, such as long hours and no defined working hours, which are less accepted by the young generation that is looking for a better work-life balance (Morosan and Bowen, 2022).

The implications for future modifications in policy, regulations, and strategy construction
The hospitality sector requires more comprehensive and consistent management approaches to address staff shortages and labour issues,
Implementing Comprehensive Wage and Benefit Packages: In order to make attractive, policies must be updated to offer stable wages. Integrating a full benefits package that includes health insurance, retirement savings, and leave allowance may significantly improve overall job appeal (Kwok, 2022).
Flexibility and Work-Life Balance: Taking flexible scheduling options on board or even looking into remote working for some jobs (office work is likely) will increase a wider labour pool. Establishing a results-focused work atmosphere that evaluates performance rather than attendance at the workplace would also be supportive.
Sustainable Practices: For employees in the hospitality sector, sustainability means creating job conditions where workers can stay in a company for a longer time and be satisfied with their job (Heisler and Bandow, 2018). Such actions can also include the environmental sustainability and ethical business practices that are positive for both brand image and quality workforce recruitment.
Training Programmes: The programmes should be organised in such a professional way so that the hospitality workers will be able to master the variety of technological aspects and thereby learn to do their job proficiently. Therefore, we must keep in mind that training in soft skills, such as customer service and interpersonal interactions, must become the basis for the programme development, as these are critically important in the hospitality industry. Besides that, being an industry partner with academic institutions, colleges, and universities could as well be the way to find skilled workers in a short run (Leung et al., 2021).
Conclusion
The PESTEL analysis approach deals with challenges of workforce employed in hotels and hospitality sector from the broader perspectives of environmental, political, economic, social, legal and technology. Political factors among them include immigration policies and dealing with global issues that may affect the internal labour relations which in turn bring issues of employment rights and economic factors such as wage inequality, national minimum wage issues. Introduction of technical solutions may propose automated responses to the challenge, but the issue still stands when the matter of human contact with guests is raised. Employing seasonal staff in different regions raise the staffing problems and law regulations, which require environmental and green practices to attract employment to green (Sarwar and Muhammad, 2021). The suggestions of the future strategies will be a rise in the amount of remuneration, forming sustainable work culture, development of high-quality work training and a commitment to workforce retention will build the basis which enables a labour force to respond to the challenges in future.
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