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Executive Summary
This report discusses the effect of staff shortages on motivation, retention, and recruitment strategies in the hospitality industry concerning Ibis London Canning Town. The main objective is to examine the present staffing problem and its impact on the morale and job satisfaction of its employees and the ability of the hotel to recruit and maintain competent staff. The first section gives a background of the Ibis London Canning Town with regard to operations and a snapshot of the staffing problems faced. Analysis of current literature gives insight into patterns of issues, including staffing in hospitality businesses, which lead to insights that have bearings on employee motivations and turnover and changes in recruitment practice. Part of the research evidences the internal challenges at Ibis London Canning Town, such as the hotel's reliance on minimum wage pay, the lack of career development opportunities, and insufficient training programs—all these factors culminate in low morale among the employees, high staff turnover rates, and difficulties in retaining skilled workers. PEST and SWOT analyses will be conducted with a focus on the internal and external factors affecting staffing levels and, in particular, how changes in the labour market, especially post-COVID and Brexit, have exacerbated the shortfall in staffing. The report concludes with some recommendations on how to increase staff motivation and retention at the Ibis London Canning Town. Recommendations include better provision for training and progression opportunities, a review of the wage structure, and improvement in recruitment strategies. These are the areas that are not only important for smooth hotel operations but also for having motivated and stable employees. These results, therefore, point out the urgency for action to be taken within employee development and compensation to successfully battle the ongoing challenges of staff shortages in the hospitality industry.
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EFFECTS OF STAFF SHORTAGES ON EMPLOYEE MOTIVATION, RETENTION, AND RECRUITMENT STRATEGIES: A CASE STUDY OF IBIS LONDON CANNING TOWN
[bookmark: _Toc189272417][bookmark: _Toc189272595]Introduction
Working in the hospitality industry can be one of the challenging tasks at the best of times; however, during the prolonged post-pandemic period, where staff shortages and turnover are at historically high levels, working in a service role is tougher than ever. Fourth (2022) report suggests that an average of 6% of hospitality workers leave their jobs every month. As companies look for suitable replacements, this puts further pressure on those staff left behind. But with the industry still finding its feet in a post-pandemic world, what is currently driving these shortages in hospitality? These problems are particularly visible in hotel operations, where high employee turnover, serious recruitment difficulties, and poor employee motivation become increasingly troubling. Ibis London Canning Town is part of the Ibis hotel brand, a globally recognised budget hotel chain operating under high demand in East London, serving business and leisure travellers (Sylvestre, 2022). However, despite the hotel's strong brand reputation, it has been facing huge staffing challenges that have led to high employee turnover, particularly in front-line roles. While these are not problems isolated to Ibis London Canning Town, the general hospitality industry has been suffering from staff shortages in part due to post-pandemic changes in the labour market and the economic impacts of Brexit. The dependence of the hotel industry on minimum wage labour, coupled with few opportunities for career progression, has exacerbated this further. This report will aim to achieve the following objectives:
· To investigate the effect of staffing shortages on the motivation, retention, and job satisfaction of Ibis London Canning Town employees.
· Review the effectiveness of the hotel's existing recruitment and retention strategies and recommend areas for improvement.
· To provide actionable recommendations for enhancing employee motivation and retention in light of the ongoing staffing challenges.
This paper will seek to solidify further the impact of work-life balance, compensation, and job security on turnover among hospitality industry employees (Grigoryan, 2024), hence serving the wider hospitality industry staff retention strategies (Dogonyaro, 2021). Using the case study of Ibis London Canning Town, the report will shed light on how hotels can adapt their human resource strategies in response to these persistent staffing issues.
[bookmark: _Toc189272418][bookmark: _Toc189272596]Literature Review
This section critically reviews the causes and effects of staff shortages within the hospitality industry, focusing on employees' motivation, retention, and recruitment strategies. It considers how understaffing impacts workforce stability, especially in budget hotels. Moreover, it will review current retention strategies and their efficacy in identifying gaps in research about talent retention and workforce sustainability within the budget hotel setting.
[bookmark: _Toc189272419][bookmark: _Toc189272597]Causes and Impact of Staff Shortages in the Hospitality Industry
The main drivers of staff shortages in the hospitality sector include low wages, inadequate career progression, and post-pandemic labour market changes. According to Marketing (2024), high employee turnover rates have been very common in the hospitality industry, while COVID-19 has resulted in many employees losing their jobs and others not returning to work in the industry. Brexit has also worsened the situation in the UK by reducing the supply of EU workers, who were a great source of workers for a long time (Wong et al., 2021). Poor working conditions, long hours, and perceived instability also make hospitality jobs unattractive to workers and cause chronic short-staffing (Helloshift, 2023).
The effects of staff shortages have been wide-ranging. Operational efficiency falls as it becomes difficult for hotels to maintain service quality when remaining employees are overworked and make longer shifts to compensate (Waller, 2021). Thus, this leads to burnout, dissatisfaction with jobs, and further quitting, thus starting a cycle of attrition (Alonso et al., 2020). Customer experience also suffers as service delays and overworking of employees lead to poor reviews and reduced guest satisfaction (Jobs, 2023). Furthermore, businesses are exposed to more recruitment challenges, where poor job conditions and lack of career development opportunities deter potential candidates from the industry (Undefined, 2022). These require structural changes in terms of better wages, career progression schemes, and improved working conditions to increase staff retention and the industry's attractiveness.
[bookmark: _Toc189272420][bookmark: _Toc189272598]Employee Motivation and Job Satisfaction in Hospitality
The issues of motivation and job satisfaction are instrumental in addressing the staff shortages and the rate at which staff leave the hospitality industry. Motivated work will ensure quality delivery of services to minimise turnover (Chung et al., 2021). However, hospitality has been severely criticised for presenting very few opportunities for career advancement, with poor wages and demanding working conditions. All this results in poor motivation and job dissatisfaction among employees within the hospitality industry (Giousmpasoglou and Marinakou, 2024). According to Dayour and Adam (2021), work-life balance, employee compensation, and training and development potential mean the most job satisfaction in the hospitality industry. Most hotels worldwide, including the Ibis London Canning Town, tend to under-invest in providing career development opportunities or required training to their staff to keep them motivated for the job. Irabor and Okolie (2019) found that staff will always feel stuck in their positions, leading to job dissatisfaction and increased potential for quitting.
In terms of retention, Almeria (2023) posits that a strong organisational culture can noticeably influence the level of motivation in employees and, thus, job satisfaction. Eladawi (2024) posits that a positive workplace where individuals feel valued and supported would help offset the prevailing staff shortages in that it will make employees not easily leave organisations. However, according to Chopra et al. (2023), for those hotels paying minimum wages with minimal training available to the employees, such as Ibis London Canning Town, building a positive culture and motivating employees is a big challenge.
[bookmark: _Toc189272421][bookmark: _Toc189272599]Employee Retention Strategies Amidst Staff Shortages
It is becoming increasingly difficult to retain staff in the hospitality industry, especially in the budget hotel segment, in the face of chronic staff shortages and poor working conditions. Heavy workloads, low salaries, and poor prospects for professional growth cause high turnover rates and intensify operational instability (Staff, 2024). According to Ghani et al. (2022), retention strategies should address these underlying issues and not merely offer short-term incentives. For example, competitive wages alone are inadequate if workers have no job security or professional growth prospects. 
Work engagement may be one of the most pivotal factors that might decrease turnover since Green HRM practices increase employees' commitment via an ethical work environment and sustainable business models (Al-Hajri, 2020). Much of this revolves around budget hotels, where the budget controls often focus more on short-term profitability than long-term retention (Leahy, 2024). Moreover, Done (2024) indicates that employers who do not improve retention worsen the staff shortage problem since constant turnover increases costs related to recruitment and decreases service quality. Staff shortages will continue without structured career development, fair compensation, and improved working conditions, creating a cycle of disengagement and high attrition.
[bookmark: _Toc189272422][bookmark: _Toc189272600]Recruitment Challenges and Strategies in the Hotel Industry
While recruiting staff in hospitality businesses is usually complex, it is even more challenging due to staff shortages filling new hotel positions. As Al-Suraihi et al. (2021) mentioned, low wages associated with most hospitality positions discourage potential employees from participating in the sector. When compounded by the low-wage job stigma, this makes it rather difficult for these hotels to find good candidates for such positions—especially frontline staff (Banyeva, 2023).
Still, against the backdrop of challenges in recruitment, many hotels have adopted innovative strategies in recruitment, including digital platforms, social media, and employee referral programs (Chopra et al., 2023). Still, these may attract candidates but never solve the real problems of low wages, poor job satisfaction, and a lack of career progression that are, in turn, the cause of high staff turnover. Ujji (2023) further argues that hotels need to concentrate less on trying to get people and more on improving experiences for their present workers through competitive wages, opportunities for career growth, and a great workplace environment if they want to overcome all recruitment challenges. Such difficulties in recruiting hit harder when there is a staff shortage. Amadhila (2022) outlines that understaffing leads to delays in services and a decline in customer satisfaction while increasing the load on other existing employees, further increasing turnover. Sonmez, Liu and Mistry (2023) also discovered a vicious circle in which high turnover worsens the staff shortage, making it increasingly difficult for hotels to recruit and retain new ones.
[bookmark: _Toc189272423][bookmark: _Toc189272601]Research Gaps and Future Directions
Several insights have emerged concerning the issue of staff shortages and employee retention in the hospitality industry; however, much of this research has overlooked the peculiar challenges that independently operated budget hotels—like Ibis London Canning Town—have to face in terms of strategies for recruitment and retention. A related area needing further research is how shortages impact motivation among the lowest-paid, highly turned-over staff to seek further career development or better work-life balance (Michael and Fotiadis, 2022). Longitudinal analyses of retention programs should be at the core of future research, and the extent to which technology can support efforts to mitigate staffing shortages without undermining employee well-being needs to be examined. 
[bookmark: _Toc189272424][bookmark: _Toc189272602]Methods
This section discusses the methodology to be used in the analysis of staff shortage issues in relation to the hospitality industry as applied to Ibis London Canning Town. It reflects on the discussion of the case study approach, data collection methods, and analysis techniques in understanding causes, effects, and possible solutions to the challenges of staffing for the hotel. Further, this section discusses the use of reflective writing and netnography in a complementary manner, so as to ensure comprehensiveness in relation to the research topic.
[bookmark: _Toc189272425][bookmark: _Toc189272603]Case Study Approach
The research adopted a case study approach. It was based on Ibis Canning Town, the company's flagship property within Accor. The Accor Company majors in middle-scale hotels. It meets customers' highest expectations with moderate operation costs at lower prices (Accor, 2022). In keeping with this, the selection of Ibis Canning Town will research on-ground the challenges faced in the hotel's operation and staffing and their implication in the broader hospitality industry trends. According to Yin (2003), a case study is appropriate for exploring complex issues in a given context because it allows the researcher to delve into depth regarding the problem under investigation.
The approach also offers valuable lessons in the direct impact of staff shortages on operational efficiency, service quality, and employee turnover rates. Yin (2003) argues that, as a strategy, case studies offer 'rich, contextual analysis' that is particularly appropriate to exploring issues such as staffing within the specific context of Ibis Canning Town. Concurrently, this presents limitations about the generalisability of the study. Also, findings from one location may not be generalised to the rest of the hotels in other regions because of huge variations in organisational culture, employee demographics, and managerial practices (Saunders et al., 2012). Through the case study method, factors likely to affect staff shortages at the Ibis in Canning Town could be researched in detail to establish generalities in improving practices that could apply throughout the industry.
[bookmark: _Toc189272426][bookmark: _Toc189272604]Data Collection Techniques
Qualitative and quantitative data-gathering methods must be considered to have a holistic view of the staffing issues at Ibis Canning Town. According to Yin (2003), case studies use triangulation, which is more than one source of information, to enhance the validity and reliability of the findings. Semi-structured in-depth interviews were conducted with key stakeholders such as front desk staff, management and human resource personnel (Tiwari, Srivastava and Kumar, 2019). This allowed us to probe their views on staff shortages, how they affected daily operations, and how they would tackle such a problem. The work of Marshall and Rossman (2015) informs these interviews as they describe the value of semi-structured interviews in obtaining detailed and nuanced responses.
[bookmark: _Toc189272427][bookmark: _Toc189272605]Reflective Writing and Netnography
Additionally, this paper used reflective writing to document the personal experiences and observations of the researcher during the study apart from case study and data collection approaches. Since reflective writing is strongly suggested as an instrument in qualitative research improvement, it gives researchers the ability to explore their biases, emotions and multiple insights into the subject matter (Heinonen and Medberg, 2018). Such a practice allowed for the subjective lens through which to view organisational dynamics and an emotional impact on employees and guests due to staffing shortages. Such reflection served me well in more fully grasping the nuance of an issue otherwise explored via more structured methods of data gathering. Besides, netnography was used to search online forums and reviews by employees and guests, sharing experiences regarding the hotel's staffing practices and service quality (Pell, 2023). This helps especially in capturing the voices of employees who may not be so forthcoming in a formal interview setup; it also becomes essential to gain insight into the customers' perceptions of how the hotel works (Grbich, 2013). Furthermore, through netnography—that is, analysing comments and discussions on social media and review websites—further insights were brought to light on the reputation of the hotel, its staff management practices, and customer satisfaction.
[bookmark: _Toc189272428][bookmark: _Toc189272606]Data Analysis
This study carried out data analysis using both thematic and statistical techniques. First, the qualitative data from the semi-structured interviews and online reviews are analysed using the thematic analysis technique guided by Lochmiller (2021), which helps identify repeated themes related to staff shortages, employee satisfaction levels, and different management practices. This approach might expose key factors contributing to staff turnover and operational inefficiencies at Ibis Canning Town through coding data and identification of essential patterns. Quantitative data was analysed by statistical methods to scrutinise some of the most important operational metrics, which included turnover rates, absenteeism, and workload distribution. The mentioned data was analysed to establish whether there was a statistically significant relationship between staffing shortages and operational inefficiencies. Besides this, the effectiveness of any retention strategies implemented was also assessed. According to Noyes et al. (2019), the combination of both qualitative and quantitative approaches gives a much more holistic view of the issue, allowing for strong analysis accounting for numerical patterns and the experiences of people.
[bookmark: _Toc189272429][bookmark: _Toc189272607]Limitations
The major limitation lies in the generalisability of the findings. As Yin (2003) points out, case studies are context-specific, and hence, their findings may not apply to other hotels or regions, particularly those with different operational strategies, staffing models, or organisational cultures. This is strengthened by the fact that it involves both qualitative and quantitative data. On the negative side, being based on self-reported data—particularly from the employees—introduces bias. Employees might feel obliged to give answers that would please an organisation since such responses have the potential to skew results. According to Wowor et al. (2022), guests may have biased responses due to experiences which are exceptionally good or bad.
[bookmark: _Toc189272430][bookmark: _Toc189272608]Case Study Discussion
[bookmark: _Toc189272431][bookmark: _Toc189272609]Overview of Ibis London Canning Town
Ibis London Canning Town is a midscale hotel located in East London and is part of the Accor Group (2021), the world's largest hotel chain. The Ibis chain provides simple, low-cost stays without skimping on comfort for business and leisure travellers on a budget who do not want to pay premium prices. This makes the Canning Town branch very versatile, with approximately 150 rooms, catering to a wide range of clientele from city tourists to corporate guests attending Excel London Exhibition Centre (IBIS n.d). Probably one of the strongest selling points of this hotel is its accessibility, as it lies close to major transport links such as the Jubilee Line and London City Airport, hence easily placing central London and the areas around it at the guests' disposal.
The hotel features a relatively small number of employees, as there are roughly 30 staff members within the key front office departments, housekeeping, and maintenance. This number of staff usually suffices for normal operations (Tripadvisor, n.d). However, during periods of high occupancy, such as big local events and high seasons, it becomes a big challenge for the hotel staff to cope with increased demand by the guests for the maintenance of quality of service and perhaps even the well-being of employees. Meanwhile, given the average occupancy rate of 75% annually, the increased demand for events around venues such as festivals and conferences will make staffing pressures inevitable and thus lead to stressful working conditions for the employees.
[image: ]
Google map Location for Ibis London Canning Town Hotel. Accessed  at https://maps.app.goo.gl/cWgjeQzA2zZqVYwj7
[bookmark: _Toc189272432][bookmark: _Toc189272610]SWOT Analysis
[bookmark: _Toc189272433][bookmark: _Toc189272611]Strengths
Ibis London Canning Town is a midscale hotel in East London and part of the Accor Group, the world's largest hotel chain. The Ibis chain offers simple, low-cost stays without skimping on comfort for business and leisure travellers on a budget who do not want to pay premium prices (Malony, 2011). This makes the Canning Town branch very adaptable, with a projected 150 rooms that should accommodate a range of guests, from city tourists to business visitors accessing the Excel London Exhibition Centre. The location is one of the strongest selling points of this hotel, as it lies close to major transport links, including the Jubilee Line and London City Airport. Hence, it is easy for guests to place central London and the areas around it at their disposal. The hotel runs under the umbrella of the Accor Group (Accor Live Limitless, n.d.). 
The hotel has a rather small staff of employees, with 30 members in the main departments like front office, housekeeping, and maintenance. This number is normally adequate for routine operations. However, during periods of high occupancy, such as big local events and high seasons, it indeed becomes a big challenge for the hotel staff to cope with increased demand by the guests for the maintenance of quality of service and perhaps even the well-being of employees (Liu and Hung, 2020). Meanwhile, with an average occupancy rate of 75% annually, increased demand for events around the venues in festivals and conferences will make staffing pressures inevitable and, hence, a stressful working environment for the staff (Hague, 2020).
[bookmark: _Toc189272434][bookmark: _Toc189272612]Weaknesses
However, IBIS London Canning Town suffers greatly from large staffing shortages, which is the greatest weakness affecting the organisation's running. Indeed, the staff turnover rate is extremely high, and Ibis is no exception to this trend. Zhang (2022) notes that it becomes very problematic to find adequate replacements for skilled labour in certain positions, especially housekeepers. This problem is compounded by changes in the labour market since Brexit, restricting the availability of workers coming from the EU—among the most important sources for the hospitality sector. Another weakness is the non-existence of career development for hotel employees. Low job engagement and motivation would emanate from almost a total lack of formal training, well-defined career paths, or progressions that lead to stagnant work life. Consequently, Yousuf and Siddiqui (2018) posit that unmotivated staff become turnover-prone. Furthermore, low wages at Ibis, which are common in budget hotels, discourage employees from staying for long periods, making it very difficult for the hotel to develop a stable workforce.
[bookmark: _Toc189272435][bookmark: _Toc189272613]Opportunities
Despite the staffing shortages that Ibis London Canning Town currently faces, there are several opportunities that it can capitalize on to overcome its staffing challenges and enhance its operations. The most significant opportunity is in terms of investment in recruitment and retention strategies such as providing competitive wages, better benefits and career development programs (Al-Suraihi et al., 2021). Addressing these issues will help the hotel to increase motivation, reduce staff turnover, and have a workforce that is much more engaged and loyal.
[bookmark: _Toc189272436][bookmark: _Toc189272614]Threats
Externally, there are a lot of threats facing Ibis London Canning Town, especially those propagated by Brexit and its implications on the labour market. According to Grenside (2024), tightening the immigration rules has made it very difficult for the hotel to fill job positions with skilled workers from the EU, hence aggravating the shortage of staff and dependence on either temporary workers or local talent that usually falls short of meeting demand at peak times (Grigoryan, 2024). This has put more pressure on the remaining staff, resulting in low morale and dissatisfaction among the employees. Looking at the wider labour shortage across hospitality, this becomes a massive threat—far more demand than supply. This means there would be even more competition for talent, making recruitment harder and driving up expectations of wage levels even further (Sylvestre, 2022). The retention strategies are challenged even further as staff look elsewhere for better pay and conditions. This continued strife in the attraction and retention of workers means increased turnover and affects the stability and motivation of the existing team.



Summary of SWOT Analysis
	Strengths
	Weaknesses

	Strong brand recognition within Accor Group (Accor, 2022)
	High staff turnover and recruitment challenges (Kumar,/ 2022)

	Strategic location with good transport links
	Limited career progression and training opportunities (Yousuf and Siddiqui, 2018)

	Operational efficiency and streamlined procedures
	Low wages leading to low employee retention

	
	



	Opportunities
	Threats

	Enhanced recruitment and retention strategies (Al-Suraihi et al., 2021)
	Brexit and post-Brexit immigration restrictions

	Leveraging technology to improve efficiency (Cottrell, 2014)
	Industry-wide labor shortages and competition for talent

	
	Rising customer expectations and pressure on service quality



[bookmark: _Toc189272437][bookmark: _Toc189272615]PEST Analysis
[bookmark: _Toc189272438][bookmark: _Toc189272616]Political Factors
The issues affecting staffing at Ibis London Canning Town are highly influenced by the political environment. Brexit directly hits the probability of the hotel's recruitment of staff from within the EU for crucial positions like housekeeping and front-desk staff. Immigration policies post-Brexit have drastically reduced potential workers within the EU, increasing shortages (Reeves and Bristow, 2024). Consequently, the hotel has had to rely more heavily on local talent; however, the highly competitive London labour market and relatively low Ibis wages make staffing difficult. That affects employee retention since local candidates seek better-paying offers from other places. Added to these are the minimum wage laws and labour rights policies, which bring about further constraints (Hall, 2020). Though it has to abide by such laws, Ibis often fails to offer competitive wages and, as a result, faces high turnover and failure to motivate its employees towards better performance.
[bookmark: _Toc189272439][bookmark: _Toc189272617]Economic Factors
Coupled with the high cost of living in London, low wages in the hospitality sector further exacerbate staff shortages at Ibis. According to Michael and Fotiadis (2022), if wages do not keep up with increased costs of living, employees are likely to quit to find better-paying positions, which leads to high turnover. This also caused a decline in tourism due to the economic downturn and COVID-19 aftermath (Sanabria-Díaz et al., 2021). This, in turn, caused financial strain on Ibis and reduced its potential to offer competitive pay or to reinvest in programs for employee retention. All these factors influence recruitment, as Ibis struggles to attract skilled workers into a competitive market.
[bookmark: _Toc189272440][bookmark: _Toc189272618]Social Factors
The other big influence on the staffing shortages at Ibis London Canning Town emanates from social factors. Changing workforce expectations have demanded better work-life balance, career development opportunities, and increased wages. As employees, particularly young workers, increasingly place greater importance on job satisfaction and career progression, hotels like Ibis have to adjust to these expectations in order to improve employee retention (Al-Suraihi et al., 2021). Public perception of the hospitality industry also impacts recruitment. Much of the general public views hospitality work as low in status and low in rewards, and this discourages many potential workers from entering this field. This is further compounded by the physical nature of the work, especially for jobs like housekeeping, which proves unattractive to potential employees (Marinakou and Giousmpasoglou, 2019).
[bookmark: _Toc189272441][bookmark: _Toc189272619]Technological Factors
Technological advancement brings opportunities and challenges to Ibis London Canning Town. For example, automation tools, such as self-service check-in kiosks and mobile apps, could cut down the volume of work for thinly spread teams and possibly ease some pressure of staff shortages (Cottrell, 2014). At the same time, the technology requires a lot of investment, and the staff training adds even more pressure on an already understaffed team. According to Unifocus (2024), technological solutions must be reliable to avoid problems that could put more demands on employees, increasing stress and impacting employee motivation.
Summary of PEST Analysis
[image: C:\Users\Andrew\Downloads\output (9).png]
[bookmark: _Toc189272442][bookmark: _Toc189272620]Competitor Analysis: Price vs Quality
IBIS London Canning Town belongs to the budget hotel industry, where price is very significant and closely relates to quality to attract and keep customers. Compared with major rivals such as Premier Inn and Travelodge, there is evidence that Ibis positioned itself to offer cheap solutions to business and leisure travellers (Held, 2023). However, the relationship between price and quality at Ibis is a double-edged sword, where the brand offers lower rates at the expense of some aspects of service quality. For Ibis Hotel, with a 3/5 average price rating on a scale where five is the most expensive, Ibis competes primarily on price. This lower price often comes at the expense of quality, with guests citing staff shortages and thus dissatisfaction, as well as erratic services (Bargavi, 2023). Also, it maintains its appeal with a view of the convenient locations and simple, functional accommodations.
On the other hand, Premier Inn is a bit pricier with a 4/5 rating, but it has better quality service. The quality is evidenced by consistent guest satisfaction levels and more stability of its workforce, perhaps due to improved employee retention and competitive salary scales. Many visitors will comment on how they have found a far higher standard of service when busy, bearing in mind they pay that little bit more for the privilege (Tripadvisor, n.d). The price rating of Travelodge is also 3.5/5, which means it can balance between price and quality. Like Ibis, the prices are very low, although it shares some of the same staff turnover and erratic service problems. On the plus side, Travelodge does have good staff benefits, which helps make it attractive in terms of recruitment and retention. That only serves to compound challenges for Ibis regarding matching the quality in relation to affordability. Along these lines, improving the recruitment and retention strategies by Ibis is indispensable in order not to prevent the already existing staff from being further inclined in guest satisfaction due to a situation already suffering from being understaffed. Below is a chart showing comparative price/quality ratings among Ibis, Premier Inn, and Travelodge in order to evaluate the trade between low prices and good service rendered per hotel brand. 
[bookmark: _Toc189272443][bookmark: _Toc189272621]Comparing the Price and Quality Ratings
[image: C:\Users\Andrew\Downloads\output (10).png]
[bookmark: _Toc189272444][bookmark: _Toc189272622]Netnography
Based on online reviews and community discussions, netnography is a study that offers critical insight into how staff shortages impact customer satisfaction and employees' perception of Ibis London Canning Town. From the feedback on sites like Tripadvisor and Google Reviews, one could easily note that feelings and perceptions developed through a staff shortage include long wait times, delays in service, and perceived indifference among employees. Long waits and an attitude of indifference are common in negative reviews during peak periods when the hotel is understaffed. Online forums show employee discussions that reveal, along with customer feedback, grievances about low wages, job dissatisfaction, and a lack of career opportunities—industry-specific. These cause high staff turnover rates—a very direct symptom—that parallelly mirror the lower levels of morale and motivation among its members (Islam et al., 2017). The interaction of these customer concerns with the dissatisfaction of employees sends an urgent need for Ibis to address the staff level and increase employee engagement to raise the overall service quality and retention.
[bookmark: _Toc189272445][bookmark: _Toc189272623]Theme Exploration
The hospitality industry has generally been plagued by staff shortages, which have been an influential factor in operational efficiency and service quality at hotels. The Ibis London Canning Town hotel is no exception to these general industry issues and forms part of the greater Accor Group. This section is a critical review of the impact of staff shortages on motivation, retention, and recruitment strategies of Ibis London Canning Town employees, hence serving to provide insights into operational difficulties faced by the hotel and areas for improvement.
[bookmark: _Toc189272446][bookmark: _Toc189272624]Staff Shortages and Their Impact on Employee Motivation
Staff shortages have a serious effect on the motivation of employees, mostly in the hospitality industry, since the quality of service depends so much on the performance of its front-line staff. Employees at the Ibis London Canning Town are often burdened with extra workload because of inadequate staff strength, especially during peak periods. As Ramuni (2021) states, the impact of shortages on motivation is closely linked with the increased pressure put on employees to take on several roles, resulting in job dissatisfaction and, consequently, burnout. Employees who were already overstretched tended to report higher stress levels, which had severely affected their motivation. Drawing from Herzberg's Two-Factor Theory (Holston-Okae and Mushi, 2018), it can be established that hygiene factors, including working conditions, pay, and job security, are in place to avert dissatisfaction.
At Ibis London Canning Town, the staff often work for long hours and receive low wages with no support during busy periods, which thereby decreases job satisfaction and motivation. Herzberg goes on to suggest that these are not motivational factors that encourage employees to strive for excellence. However, their absence could lead to job dissatisfaction, as witnessed at Ibis London, where the staff shortage increases the workload on the remaining staff. Further, basing this argument on Maslow's Hierarchy of Needs, Ruiter (2021) explains how staff shortages at Ibis are related to the motivation of the employees.
As outlined by Maslow, basic needs like safety and job security must be met before people can feel motivated toward more engagement in work. The staff shortage at Ibis undermined these, leaving employees uncertain of what their workload would be or even about their job security (Lundberg, Gudmundson, and Andersson, 2019). Also, there is a resultant fall in motivation, especially among the junior staff, who felt that their input was neither appreciated nor rewarded. This staffing gap deprives the employees of opportunities to satisfy higher-order needs associated with self-esteem and self-actualisation, which are important for motivational retention over time. In light of such challenges, it is clear that staff shortages not only help reduce motivation among employees but also initiate a vicious circle of dissatisfaction, leading to further turnover (Silver, 2024). This indicates that, for Ibīs to surmount these challenges, it needs to work on adequate staff levels, competitive wages, and resources for the employees to retain their employees.
[bookmark: _Toc189272447][bookmark: _Toc189272625]The Role of Employee Retention in Combating Staff Shortages
One of the critical strategies in dealing with the impacts brought about by staff shortages is employee retention—mostly for a budget hotel like Ibis London Canning Town, given that costs linked to recruitment and training could be very high. High levels of turnover—especially among low-level hospitality workers—are exacerbated by staff shortages that place even greater pressure on already employed workers. According to Kieckhaefer (2024), turnover is mostly bound to a lack of job satisfaction emanating from poor working conditions, low compensation, and poor career development opportunities. These have been the causes of high turnovers in most departments at Ibis, especially in front desk and housekeeping roles. Mann, Ramirez, and Straus (2023) say poor development opportunities and proper training also contribute to poor employee retention. The staff working in the low-wage areas of Ibis London Canning Town do not have career progression lines; hence, they change to better-paying jobs or those with greater possibility of progression. The lack of structured training programs or mentoring opportunities has given them a sense of stagnation and further aggravated the problem of retention.
Ibis Hotel should bring improvement in the area of retention with better training and career development programs. According to Ruiter (2021), there is a need for humanization in the HRM process in hospitality, given the resilience and engagement of the employees. Moreover, it could allow Ibis to reduce turnover because it will increase employees' job satisfaction through learning and growth within the company. Additionally, the hotel should be concerned and create an environment that makes the employees feel valued and allows nurturing their aspirations in their respective careers (Kim, Lee and Kim, 2019). Through reinvestment in the development of employees, offering competitive pay, and ensuring clear pathways for career advancement, IBIS London Canning Town will not only reduce turnover rates but also increase the engagement and motivation of its employees. This would then decrease operational disruption brought about by the lack of staff and increase the quality of services.
[bookmark: _Toc189272448][bookmark: _Toc189272626]The Challenges of Recruitment in Times of Staff Shortages
One of the areas greatly affected by the shortage of staff is recruitment; this is worse when the hotel is at the height of the turnover. Attracting good staff and holding onto them, IBIS London Canning Town, is very hard because of low wages and competition for highly placed housekeeping and front-desk staff. The post-Brexit labour market, according to Howson (2020), made it more difficult to bring new staff in from the EU countries, increasing stress on the recruitment process for the hotel. Budget hotels often have less competitive wages and benefits than those offered by bigger, more luxurious brands within the hotel industry, making the quest to attract qualified candidates rather tough. As noted by Ye (2022), it would also mean that the recruitment efforts should not just focus on luring candidates but also on humanizing the recruitment process to appeal to candidates who want something more than just a paycheck. In the case of Ibis London Canning Town, the recruitment strategies should be strengthened by offering flexible work hours and part-time jobs with better pay for the front-line workers (Pendell, 2025). This will attract a diverse pool of candidates, especially from underrepresented groups or those who would not have traditionally considered the hospitality industry, as Bajrami et al. (2020) stated. 
Additionally, according to Khan and Fatma (2022), using netnography means that digital platforms and social media may be a good way to reach a wider talent pool. Ibis can offer people looking for flexibility and perhaps open to non-traditional work arrangements online platforms such as LinkedIn and Glassdoor to attract them. Additionally, digital recruitment tools also facilitate building a strong employer brand and attracting employees with the same values and mission as the hotel. For Ibis London Canning Town to better its recruitment, it needs to work on a strong employer brand that appeals to the candidates. Competitive compensation, flexible work arrangements, and a supportive work environment will also help the hotel recruit staff who will be motivated to stay and be productive within the company.
[bookmark: _Toc189272449][bookmark: _Toc189272627]Areas for Development and Improvement
The staffing shortages at Ibis London Canning Town will be addressed by strategically focusing on employee motivation, retention, and recruitment. Much can be achieved by adopting wide-ranging training and development programs that would empower the employees with the necessary skills and knowledge, creating a feeling of competence and confidence in handling their job roles. Further, studies indicate ample training discourages turnover because staff feels satisfied and ready for future development (Gazija, 2024). Moreover, the fact that it provides career development opportunities describes a willingness for the growth of the employees; hence, this affects their retention dramatically. The clear career progression pathways are among the things that, according to Johansson (2024), are quintessential in the hospitality industry for keeping talent.
Moreover, adopting flexible work arrangements increases job satisfaction and attracts a wider pool of candidates. This has been the case in hospitality with the introduction of such practices as they help achieve a positive work-life balance, which increases the morale and retention rate of employees within the industry. Motivation and loyalty may also be increased through the delivery of recognition schemes that target recognition of accomplishments and contributions. According to Ghorbani (2022), recognition and reward of employee efforts result in engagement and retention. By focusing on these areas, IBIS can bring out an environment of work that is much more supportive and engaging to surmount the challenges associated with staff shortages.
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Staff shortages have been quite challenging in terms of operational efficiency and satisfaction amongst the employees of Ibis London Canning Town. Research has shown that poor staff levels affect motivation, increase staff turnover, and complicate recruitment. Several factors have been attributed to low motivation, hence a cycle of dissatisfaction and attrition amongst employees. The shortfall has been increased by external factors such as Brexit and post-pandemic changes to the labour market, which have reduced the supply of available workers from the EU. From a human resource management view, improper staffing results in overloading the employees, especially frontline employees who are under more pressure and workload during peak occupancy. This is not a good situation and, therefore, reduces their morale and their level of satisfaction with the jobs they perform. However, lack of recruitment and high staff turnover have caused the current concession to have more severe shortages of employees than other such hotels. In this regard, Ibis London Canning Town has to effectively address the issues of retention of employees, how to secure the best talent from the market and how to remunerate employees adequately. The solution lies in an investment involving employees' welfare, training, and development, which is central to enhancing engagement levels and thus alleviating staff shortages. The case study ends with Ibis overcoming its most common problems by using an integrated solution of strategic compensation, development, and flexible staffing.
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[bookmark: _Toc189272453][bookmark: _Toc189272631] Increase Employee Wages and Benefits
Ibis London Canning Town has to pay competitive salaries and other incentives to its workers to attract and maintain competent staff. Higher wages make employees more satisfied with their jobs and reduce employee turnover, mostly in low-paid jobs (Sergiomistretta, 2024). Offering better pay can, therefore, make Ibis's job positions more attractive in a competitive market to retain staff.
[bookmark: _Toc189272454][bookmark: _Toc189272632]Invest in Career Development and Training Programs
One of the major causes of high turnover is the lack of career progression. To tackle this, Ibis needs to adopt systematic training programs with defined career paths. Zaki (2024) found that employees whose work is not growing are likely to quit, especially in those roles where there is little or no chance of career advancement. That would make the employees feel more invested in their roles.
[bookmark: _Toc189272455][bookmark: _Toc189272633]Adopt Flexible Working Hours and Part-Time Options
The flexible working hours and part-time positions will reduce the rate of staff turnover and make Ibis more attractive to employees with diverse backgrounds. With this flexibility, employees can easily balance their personal and work life, resulting in less stress and more job satisfaction. According to Lee, Chong and Ojo (2024), one of the strongest factors for employee retention is flexibility in work scheduling, especially when workers have other commitments to family or education.
[bookmark: _Toc189272456][bookmark: _Toc189272634]Leverage Technology for Recruitment and Staff Management
With the help of digital platforms, Ibis can enhance its recruitment practices by using LinkedIn, Indeed, and Glassdoor to reach a much larger pool of potential candidates. According to Khan and Fatma (2022), online recruitment tools are quite effective at attracting candidates, especially passive job seekers who do not actively seek work but may be interested in new opportunities should they arise. Hence, Ibis can access a better pool of diverse applicants by expanding its digital presence.
[bookmark: _Toc189272457][bookmark: _Toc189272635]Improve Employee Engagement through Recognition and Feedback
Another recommendation is to institute regular feedback and recognition programs, which will go a long way in increasing staff engagement and improving staff retention. As revealed by Shaban et al. (2017), employees who feel recognized for their hard work are more inclined to stay with an organization. Ibis should concentrate on building systems that will formally and informally regularly acknowledge contributions by its employees.
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During my placement at Ibis London Canning Town, I have been able to observe and participate in the direct effects of staff shortages on motivation, retention, and recruitment strategies within the hotel. Part of the Accor Group, Ibis has gained a reputation for offering cheap, comfortable lodging. Still, the hotel, like many others, has been under immense pressure because of severe staff shortages exacerbated by post-Brexit labour shortages and COVID-19 disruptions. I could appreciate the critical insights into how these staffing issues hit the operational dynamics of the hotel regarding human resources with firsthand experience. 
The biggest reflection area for me in this regard is how staff shortages affect employee morale, staff retention, and employee recruitment processes at Ibis London Canning Town. I also reflect on direct observations I made on the strategies applied by the hotel to face challenges, together with potential solutions that could be useful in reducing the effects of the shortages. This opportunity will offer me a chance to review critically the current HR practices at Ibis and how these can be adapted in order to drive employee motivation, retention, and recruitment.
The most immediate and visible effect of the staff shortage in Ibis London Canning Town was employee motivation. As observed during the placement, employees were under severe stress due to high job demand and not having enough team members to meet demand, mainly in housekeeping and front desk roles. This often meant staff had to work longer hours and take on multiple roles, leading to feelings of fatigue, stress, and general dissatisfaction among staff. 
Studies indicate that in a setting like hospitality, where expectations of quality service are high, and resources are low, an increased workload and, therefore, an increase in stress lead to lowered motivation and increased job dissatisfaction. At Ibis London Canning Town, staff became increasingly overburdened, especially during peak hours when there would be an influx of guests. One would always see the staff running from one thing to another, unable to give each guest sufficient time, leading to a loss of confidence in their work. Still, no one recognized or rewarded this over time; hence, motivation was very low. 
From Herzberg's Two-Factor Theory perspective, these hygiene factors, such as the lack of job satisfaction, poor working conditions, and lack of recognition, were at the root of the decline in employee motivation. While employees were certainly motivated to work hard, the absence of key motivational factors, like career development opportunities or fair compensation, left them feeling disengaged. Herzberg underscores that as long as these hygiene factors are not resolved, motivation will "ebb away despite an inner wish of workers to work".
Another challenge fueled by the staff shortage at Ibis London Canning Town is staff retention. Throughout my placement, staff turnover was quite high, with most leaving within a short period of joining, mostly from the low-wage, high-turnover section of workers. As Niroula, Upadhyay and Singh (2024) note, hospitality staff retention hinges on job satisfaction, career development, and work culture. There were widespread complaints about poor career growth prospects at Ibis. With few opportunities for employees to progress and inadequate training programs, employee skills began to stagnate as they found much better prospects outside.
One main reason behind low job retention was that job security was threatened only during the busy seasons. There was considerable uncertainty regarding whether employees at the front desks were stable, particularly the temporary workforce. Maslow's Hierarchy of Needs substantiates the claim that if employees' basic needs concerning security and job satisfaction are not met, they will be less inclined to show loyalty to an employer (Gómez, 2022). I found out that many left not because they were not passionate about the job but because they could not see any long-term prospects at Ibis since there were no clear career paths or growth opportunities.
This consequently led to a high turnover, which resulted in a constant need for recruitment and further exacerbated the cycle of staff shortages. Most issues regarding retention stem from a lack of proper engagement and an inability to satisfy the needs of the employee concerning personal and professional growth. In this scenario, Ibis London Canning Town seemed to fail to provide such support. From this experience, I understood that a strategic shift in the approach towards HR practices at Ibis London Canning Town is needed to address staff shortages. If the hotel is to break the high turnover and low retention cycle, then it needs to focus on employee well-being, engagement, and career development. One of the most relevant employee retention drivers is the possibility of growth and career advancement. I have observed many staff looking for roles where they can progress, which was not possible in Ibis, as there are no structured training programs or career pathways.
Overall, the experience was great and enriched with the need for a general overview of how staff shortages affect motivation, retention, and operational efficiency at Ibis London Canning Town. Firsthand observations of the problems created by high turnover, excessive workload, and limited career growth opportunities have taught lessons that can be learned from the difficulties faced by budget hotels. The experience only cemented the need for structured employee retention strategies, including fair compensation, career development programs, and a supportive work culture. Unless these core issues are addressed, staff shortages will continue to compromise service quality and increase recruitment pressures. This reflection has deepened my understanding of how strategic HR practices can improve employee engagement and reduce turnover for better workforce stability and business performance.
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