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Abstract
The following report has explored multiple aspects of the contemporary issue in the hospitality sector of the United Kingdom. The description of the UK hospitality industry and staff shortages and labour challenges is the chosen theme. I have incorporated a list of suggestions that could eradicate this problem by using the PEST analysis tool, integrating ethical policies, and providing training and rewards to staff in order to promote and secure long term employment. 


1. [bookmark: _Toc188724559]Introduction
The prime purpose of the respective report is to cover different aspects of the chosen theme which is staff shortages and labour challenges at Hampton by Hilton Hotel, Luton. The skill shortage level across the UK's hospitality sector has grown significantly, driven by geopolitical instability, economic uncertainty and the impacts of the pandemic and Brexit. These barriers affect operational efficiency, guest satisfaction and better service delivery. Hotels in the country are struggling to retain adequate numbers of front-of-house staff, managers, chefs, kitchen staff and housekeepers. High employee turnover and issues in recruiting skilled staff enhance the training and recruitment costs, leading to disruptions in long-term sustainability and profitability (Goh and Baum, 2021). The biggest contributor to the UK economy is the hospitality sector. The hotel and hospitality industry of the UK consists of national budget brands, luxury hotels, renowned 5-star international hotels and restaurants. It is expected that the hospitality sector will reach around £53.40 billion in 2030 (statista, 2024). However, the staff shortages have impacted the ability of the industry to cover the growing demands of tourists during the peak season. Due to Brexit, British hotels have experienced issues in accessing the mass numbers of foreign workers. Besides that, the coronavirus pandemic led to widespread layoffs and high staff turnover. The limited formal training opportunities and poor working conditions in the hotels, inflation and rising cost of living are some major reasons for enhancing the labour challenges across the sector. Therefore, the theme of labour challenges and talent shortage is prevalent within the respective industry. 


2. [bookmark: _Toc188724560]Literature Review
Analysis of challenges in retaining skilled employees within the British hospitality sector
Limited benefits and low wages: According to Marneros et al. (2022), the UK hospitality sector is labour-intensive and highly competitive. The notable cause of the labour retention challenges is the inability of the industry to provide competitive benefits and pay scales during the pandemic period. It led to a lack of motivation among the staff and low satisfaction and engagement levels. Most employees were laid off during the nationwide lockdown phase as the hotels experienced financial instability and for decline in sales. Apart from that, Michael and Fotiadis (2022) highlighted that, due to the lack of benefits such as flexible working schedules, pensions and others, employees feel undervalued and demotivated, leading to an increased turnover rate. 
Disruptions in work-life balance: As stated by Giampiccoli et al. (2022), the British hospitality industry is well-known for irregular shifts and long working hours. Poor work conditions are the major cause for leaving the roles of workers. During my work placement at Hampton by Hilton Hotel, I have noticed that this respective issue has been faced by managers and chefs as they were forced to do overtime and work during weekends. The improper schedule creates difficulties for the staff in order to maintain a work-life balance especially for young families, leading to a reduced job satisfaction rate. 
Post-pandemic challenges:  According to the statement of Jeffrey and Sposato (2023), the number of inbound visitors has declined due the emergence of the COVID-19 pandemic. Due to government restrictions, most hotels were instructed to close their operations for a long time. The mass numbers of skilled professionals left the sector permanently due to the pandemic, leading to skill gaps. Organisations are experiencing huge obstacles in order to build a competitive and productive workforce while competing with other sectors. 
Brexit issues: Ampofo et al (2023) stated that the departure of the UK from the EU had adverse impacts on the hospitality sector. Before the respective event, EU residents accounted for a large portion of the particular sector. In Hampton by Hilton, most of my colleagues were non-English, coming from different parts of Europe, Latin America, or India. The only English members of staff that I met were 2 managers.  The incorporation of the new immigration policies has resulted in around 120,000 EU staff leaving the UK hotels. It has enhanced the cost of beverage and food imports due to tariffs and high administrative burdens. This exodus has resulted in the skill gap, creating challenges for organisations to maintain regular operations and fill the skill gaps. 
Limited career development opportunities: Most workers in the hospitality industry feel stuck and undervalued for repetitive job roles without proper career development pathways. The lack of career progression opportunities encourages the hotel staff to seek alternative and better employment opportunities in the industry. 
The impacts of the staff retention-related challenges.
Increased cost: As opinioned by Zientara et al. (2024), the lack of staff engagement is reflected in the higher recruitment and selection costs. The expenses behind the hiring, onboarding and recruiting of single employees are high, leading to financial strain for new or small-sized hotels. Therefore, due to the high operational costs, the small hotels are facing obstacles to continuing their operations. 
Poor service quality and customer satisfaction: As per the opinion of Michael and Fotiadis (2022), the lack of skilled workers creates problems for businesses in terms of maintaining service quality and meeting guest expectations. I noticed that, due to the insufficient employees, team dynamics have been disrupted, and realised that it takes longer for work to be done by an outside temporary employee, as they need extra training, to get accustomed with the environment and location. This may result in a reduction in institutional knowledge and poor customer service. Guests are more likely to provide negative reviews because of the poor hospitality services. 
High turnover rate: According to Zientara et al. (2024), the brand reputation of luxury and other hotels has been hampered due to higher levels of employee turnover. The decline in the sales volume and revenues is the major consequence of the turnover rate. The toxic work culture, long working hours and inappropriate salary hampers the brand identity and reduce customer loyalty. 
Evaluation of the current strategies for better employee retention in the UK hospitality market
Leveraging technology: As per the suggestion of McCartney et al. (2022), the successful adoption of modern technology can streamline the operations in the hospitality businesses. It can reduce the excessive work pressure on employees, influencing them to boost their productivity level. The implementation of the housekeeping management software and automation in the check-in and checkout process can eradicate the manual workloads and enhance efficiency. Bichler et al. (2022) suggested that, by incorporating advanced technology and offering remote working culture, the management can surge employee satisfaction, engagement and retention. It will also be useful for the hotels to promote a smart work culture and satisfy the workers. The employees of the hotels will be able to maintain a balance between their personal lives and job roles. 
Providing better training and development:  Davern (2021) stated that organisations should offer clear career advancement pathways to attract and retain talents. The implementation of different upskilling programs, leadership training, and mentorship programs can be effective for the hotel brands to foster employee loyalty and trust. Staff feel valued and motivated if the organisation provides ongoing training and professional growth opportunities to them. The respective strategy can aid the organisation to influence the employees to stay in the brand for a long-term period. 
The use of Herzber’s two-factor theory: The mentioned theory is categorised into two factors related to jobs. A few instances of external hygiene factors are company policies, salary, job security and work conditions which do not directly influence the employees. The absence of these factors leads to low staff morale and dissatisfaction. The presence of some intrinsic factors such as career advancement opportunities, recognition, rewards, and bonuses or incentives motivate the employees and boost job satisfaction. According to Peramatzis and Galanakis (2022), hospitality firms can address the hygiene components by providing a better work environment, job security and competitive salary structures. Apart from that, in order to leverage staff retention and job satisfaction, the hotels need to empower the existing employees with more responsibilities and career development opportunities. It is important for hospitality organisations to implement annual or monthly recognition and reward programs to motivate workers and improve their job performance levels.

3. [bookmark: _Toc188724561]Method
The respective study has adopted a mono-method approach in order to explore the staff retention-related challenges within the British hospitality sector. This is useful to complete the research within a limited time period and the secondary data collection process has been prioritised here for improving the knowledge regarding the staff shortages issue. The diverse range of qualitative data has been collected and analysed with the help of journal articles, industry reports, books and case studies (Ribeiro-Navarrete et al., 2021). The selected data collection tool is cost-effective which is the prime reason for the selection while conducting the research. The thematic analytical technique has been employed here to cover different key concepts and facts such as career development, work-life balance, competitive pay to better understanding of the talent shortages, retention issues and mitigation strategies in the context of the hospitality and hotel sector of the United Kingdom. 

4. [bookmark: _Toc188724562]Theme Impact Analysis
Impact analysis through the PEST framework
Political factors: Brexit has created the biggest challenges for the UK hospitality businesses as most of the workers came from the European Union. The strict immigration policies have decreased the large number of talent pools in the sector, leading to a higher worker shortage. The complexity of the trading process and high visa costs have discouraged small hotels from operating their functions. (theguardian, 2023). However, the government has introduced a Tourism Recovery Plan for the organisational development of hospitality organisations after the pandemic scenario. (gov, 2021). This initiative includes around £25 billion of monetary support and furlough schemes have supported the hospitality brands. The respective government support and schemes have delivered positive impacts on the hospitality sector of the nation in order to respond to the COVID-19 pandemic. 
Economic factors: The rising cost of living has become a notable concern for the British people. It has affected the household income. (Clark, 2024).  The high inflation rate has created pressure for UK hotels in order to deliver competitive compensation. Employees are more likely to seek job opportunities from less volatile businesses like logistics, retail and others, leading to disruption in the labour market of the specific industry. This major change led to skill gaps across the hospitality sector. 
Social factors: The mentioned sector has a significant reputation for delivering long hours, low pay and bad work-life balance. Organisations with this brand perception discourage new candidates as they prefer more meaningful and flexible careers (Ntounis et al., 2022). The organisation should invest in different wellness initiatives to reduce burnout and enhance staff morale. Apart from that, social attitudes toward inclusion and diversity have influenced the hospitality businesses to foster welcoming environments for marginalised or underrepresented groups. On the contrary, the particular industry struggles to attract diverse candidates due to its traditional recruitment process and reputation. Promoting equity is essential for hospitality businesses in terms of improving brand awareness. Partnering with the community groups may enable the hotels to deliver positive guest experiences in the future. 
Technological factors: The sustainable growth of the dynamic hospitality sector is heavily dependent on technological factors. Many restaurants and hotels are focusing on investment in automation technologies such as mobile ordering technology, robots, self-check-in and others to overcome the labour shortages. (statista, 2023). It may reduce human errors, eradicate repetitive tasks, and ensure operational efficiency. By providing digital courses and e-learning platforms, the hotels can improve the skills and knowledge of the staff and job satisfaction as well. A well-structured training session and development programs can enable organisations to reduce the chances of employee burnout. Therefore, it can be said that the advancement of technology can help organisations to retain talent and build a productive workforce. 

5. [bookmark: _Toc188724563]Conclusion
The labour storage and retention of skilled candidates have become notable concerns for hospitality business players. I have noticed this in particular whilst completing my work placement in Hampton by Hilton Hotel in Luton. The hotel should address the employee requirements and motivations for achieving long-term success, work on team building exercises and provide room for professional grow to the most valuable members of staff, who, in my opinion, truly deserve it, but face language and cultural barriers.
The report has addressed the challenges associated with staff retention such as limited pay scale, post-pandemic adversity and others. In the literature review sector, the impacts of the respective theme such as high labour turnover, increased costs and mitigation strategies have been discussed here. Organisations may follow the motivating factors of the two-factor theory for fostering employee retention. The secondary qualitative data has been gathered here through different journal articles. The PEST framework has been used here to understand the impact analysis of staff retention. Furthermore, some recommendations have been added here for the further growth of the hospitality sector by mitigating these challenges. 

6. [bookmark: _Toc188724564]Recommendations 
Incorporation of ethical policies
The incorporation of ethical policies plays a crucial role in terms of enhancing the organisation's profit and developing higher revenue growth (Akpuokwe et al., 2024). In addition, the hospitality sector in the UK can include effective laws and regulations in order to minimise the complications related to the working environment. Along with that, providing equal payments to all genders can be responsible in order to minimise the negativity in the workplace. Apart from that, fair treatment of all individuals can also be helpful in the context of enhancing organisational growth and fostering employee engagement. Workplace safety regulations also matter a lot in order to keep the employee motivated towards their work which further leads to industry development and earning a handsome amount of capital. 
Offering training and development
Providing effective training to the employees is vital in order to reduce the negative impact on the individuals (Rivaldo and Nabella, 2023). In contrast, training is necessary in relation to developing the required skills for the workers that further contribute to personal growth and development. Apart from that, with the help of training programs, the workers will be able to enhance their skills and expertise which are crucial for mitigating skill shortage. On the other hand, personal and professional development can be improved with the help of this activity. Therefore, employee turnover can also be reduced by promoting organisational efficiencies and profit accelerations. Another crucial part regarding this matter is the employees start feeling more enthusiastic and responsible towards their actions, so this problem can also be eliminated with this strategy. 
Incorporation of advanced technology 
A lot of companies can integrate advanced technologies into their business operations further promoting higher revenue growth. In this digital world, technologies are evolving rapidly and so, incorporation of those advanced equipment is essential in terms of reducing any organisational conflicts. For instance, various inventory management tools are available in the market that are fruitful in reducing the work pressure of the workers. The automation procedures of those technologies assist the companies and employees in order to eliminate any kind of human errors and also deliver quality output. AI chatbots are also effective in terms of minimising the pressure on customer service executives to attend to customers 24/7 (Rizomyliotis et al., 2022). All these activities play a significant role in order to promote organisational productivity and reducing work pressure. 
Providing rewards and benefits 
Offering rewards with benefits both are effective for the workers to make them satisfied regarding their organisational activities (Elrayah and Semlali, 2023). In addition, rewards keep an individual motivated which further leads to the development of the hospitality sector. Along with that, several employee benefits may help to boost trust and loyalty towards their organisations. This kind of action is also considered to reduce the issue related to employee shortage. On the other hand, reviewing and commenting on the work produced by the employees is also fruitful in terms of understanding the areas for further improvements that generate quality outcomes. 
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