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[bookmark: _Toc167130105]Abstract
The issue of labour challenges and staff shortages in the Premier Inn Newcastle City Centre Hotel is one of the contemporary human resource issues in the UK hotel and hospitality industry. This paper also delves into the implication of this theme, discusses the literature on the topic, analyzes PESTEL factors, and suggests future policy and management strategies. It presents conclusive evidence that labour shortage significantly affects service delivery in restaurants and provides strategic recommendations to deal with labour shortage in restaurants.
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The Premier Inn Newcastle City Centre Hotel, like many other hospitality companies, faces staff shortages and labour challenges, especially in key positions. This issue is part of a global trend that harms the hotel business. Maintaining a trained workforce in the hospitality industry is increasingly difficult. These challenges affect important people, consumer satisfaction, service quality, and operational efficiency.These issues are especially obvious in the hotel's ability to fill key positions - directly affecting customer happiness, service quality, and efficiency, making them crucial to the sector. The hospitality business relies on well-trained and driven employees to provide outstanding client experiences. Administration, housekeeping, and front desk staff shortages can lower service levels and efficiency. Another important job is cleaning – lack of staff can result in poor service, resulting in customer dissatisfaction. Staff shortages may be to blame for these inefficiencies. (Atighechian et al., 2021). The hotel and hospitality sector is one of the extremely labour-intensive industries in the global economyen - depending on the stability and professionalism of staff  to provide high-quality services to the guests. However, the sector has been facing high turnover rates resulting in skills gaps, the COVID-19 pandemic hss further aggravated labour shortages. 
 


Overview of Literature
Understaffing in the hotel and hospitality industry is a well-known issue and a cause of many organizational inefficiencies, financial losses, and customer dissatisfaction, the proposed solutions have potential for implementation. The high rate of labour turnover arising from low pay, long working hours and lack of career progression (Buchan, 2016) is an area for improvement. Another reason for the large number of employee turnovers is that many types of work in the field are repeated regularly, as well as the physical and emotional strains of the work. The Premier Inn Newcastle City Centre Hotel, like many other hospitality companies, is struggling with workforce issues and worker shortages, especially for critical tasks. These concerns are crucial because the hospitality business relies on well-trained and driven employees to provide outstanding client experiences (ANDRÉ et al., 2016), a lack of which affects customer satisfaction and operational efficiency. Another cause of firm inefficiency is a result of a shortage of cooks, hotel managers, and maintenance workers. To retain the hotel's reputation, competitive advantage, and operational effectiveness, labour issues must be addressed. Eastablisments being aware of these concerns and addressing them will greatly improve reputation..
There is also a skill gap problem because many employees are not well trained in the specific skills required in the hotels. This is especially relevant to highly specific niches such as chefs, hotel managers, and maintenance workers. The current technology and high service criteria also contribute to the skills- shortages because the ability to operate with new computer technologies and platforms is necessary for employees (Baum and Hai, 2020) but takes time to develop. COVID-19 impacted the hospitality labour market as it got rid of many employees during the lockdown, especially by offering furlough or layoffs which depleted the workforce. The shift affected the hospitality industry after hotels opened back according to pre-COVID standards as many former employees have moved into other fields of work or are reluctant to return to work due to fear of unemployment and safety issues. 
[bookmark: _Toc167130107]Millennials and Generation Z are redefining how work is done in hospitality. These cohorts value work-life balance, purpose in their work, job enrichment and self-actualization. Straight and simple as these workers do not prefer boring traditional hospitality jobs owing to the low pay and long hours of work involved (Baum et al., 2020). As such, hotels have to consider their management approaches in handling younger employees. To meet thesechallenges some hotels have adopted training and development as a tool to upgrade their employment (Buchan, Duffield and Jordan, 2015). These programs aim to develop the required levels of expertise for workers to help them progress through their careers within this profession and thus eliminate the problem of high turnover and dissatisfaction with work. Diversifying the workforce by recruiting from a broader range of demographics and having staff who represent a broadspectrum of attitudes and perspectives will significantly help hotels as they seek to compete in the global market (Pham, Tučková and Chiappetta Jabbour, 2019). 
Application to the Hotel and Hospitality Sector
Hotel workers have a high turnover rate compared to other industries. Housekeeping, front desk, and food service occupations are often considered temporary or stepping stones to other industries. This is a common food service belief which especially relevant to food service work. Hotels are always hiring and training new staff to keep up with the high turnover rate – but this is costly and time-consuming. 
Hotels and other hospitality industries are suffering from the COVID-19 pandemic. Lockdowns and travel ristrictions resulted in a decreased demand in the hospitality industry, resulting in many employees being fired or placed on furlough until further notice. After COVID-19 many did not return due to various reasons, resulting in a gap in skill.
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Some key political aspects also contribute to the problem of staff shortage and labour in the hotel sector. Public Immigration policies have a direct bearing on the employment of foreign workers making over 50% of the hospitality industry. Increased restrictions on immigration decreased the availability of such a large labour force and further aggravated the issues of staff shortages. Moreover, regulations on staffing conditions like minimum wages and caps on hours paid laws affect the ease and cost of hiring (Engberg and Altmann, 2021). Brexit has had significant consequences for the UK, as based on the reduction of migrant workers' freedom to work within the EU results in fewer people migrating to the UK and, consequently, aggravating  labour shortages in the hospitality industry.
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Inflation and interest rate conditions define the hotel labour market. This can be seen especially in the hotel industry where during economic downturns many hotels may not engage in any hiring to cut costs and later at the time of recovery of the industry the hotels may have no employees to serve the now recovered industry (Gheibi, 2021). The reverse is also true – when the economic situation improves and companies are actively hiring, wages and other benefits start to rise to attract and retain particular staff members. 
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Demographic changes and changes in workforce expectations can be some of the major social factors affecting the roles of staffing in hotels (Hardy and Hauge, 2019). Many developed countries are facing a problem whereby their respective ageing populations cannot sustain the pool of younger personnel who were previously involved in hospitality work. Millennials and Generation Z members for example desire meaningful work and career progression. They are less willing to take work that has long hours and lower wages like in the hospitality industry. Hotels are now faced with the challenge of maintaining greater flexibility in their work and career options to compete with hotels that already offer such working and career opportunities to the working population.
[bookmark: _Toc167130111]Technological Factors
Technological changes continue to offer some solutions and pose some hard-to-overcome problems in dealing with labour shortages in hotels. AI and automation can also help with the rising challenge of staffing as they can be utilized to replace manual labour (Levenson, 2017). For example, self-service kiosks for a check-in and check-out process, and self-directed housekeeping robots can strengthen the handling. But it entails huge capital and to the extent that the employees would be concerned about the term that they may lose their jobs. However, technological tools must be developed and/or adapted for their use among staff, making workforce management and control even more complicated. 
[bookmark: _Toc167130112]Legal Factors
Legal factors, including employment laws and health and safety regulations, have a direct impact on staffing in the hotel industry (Pathak, 2020). Compliance with minimum wage laws, working hours, and other employment standards can increase operational costs and influence hiring practices. Its regulations regarding health and safety are particularly relevant because they define the conditions and practices that are in place for the safety of employees and guests in the workplace. These regulations often come along with frequent training and pose challenges in labour management as well as managing teams to ensure they are up to date with current laws and standards. 
[bookmark: _Toc167130113]Environmental Factors
Environmental policies and climate change impacts are increasingly important to the hospitality industry (Pellissier, 2022). Compliance with environmental regulations, such as waste reduction and energy efficiency standards, often requires additional training and investment in green technologies. Moreover, climate change can have direct effects on the industry, with extreme weather events potentially disrupting operations and affecting tourism patterns. Hotels must adapt to these changes, which can include modifying their infrastructure and operational practices to be more resilient, thus impacting staffing needs and training requirements.
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	Factor
	Description

	Strengths
	Strong Brand Reputation for example more people are applying for jobs at Premier Inn and customers are interested in the product due to its dominance in the market. Continuing education & Training for example Robust training and development programs can strengthen employees’ abilities and retention. Technology Integration which here Integration Solution Strategy includes Investment in automation and AI reduces time spent on manual work. 

	Weaknesses
	High Turnover Rates: The current high employee turnover rate has often seen the hospitality industry always needing to recruit workers to replace the departed ones an example is Premier Inn. Reliance on Low-Skilled Labour: Some jobs require limited skills and most of the workers cannot work for long. Career Ambition – It is also important that they should not come across as an organization that offers limited opportunities for career growth to potential as well as actual employees. 

	Opportunities
	Partnerships with Educational Institutions: Alliances with community colleges and vocational schools generate a long-term supply of skilled workers. Technological Advancements also include Further investments in technology can help in the process of streamlining activities and further reducing dependence on labour. EVP is developed to extend the employee value proposition- pay competitive wages, provide flexible work schedules and provide good benefits to an employee which can help attract and retain employees. 

	Threats
	Economic Cycles – This form of seasonality means that travel and occupancy may decline from economic slowdowns that require less staffing and may even lead to job loss. Competitive Labour Market: Taking staff from other industries subject to stiff competition makes it hard to recruit and retain staff. Regulatory Changes- New labour laws are another reason which can lead to additional operational costs and complexity. 


Table 1:Swot Analysis
Source- (Poulston, 2017)


[bookmark: _Toc167130115]Evaluation of Future Policy and Management Options
To address the persistent issue of staff shortages and labour challenges in the hotel and hospitality industry, particularly exemplified by the Premier Inn Newcastle City Centre Hotel, several strategic policy and management options need to be considered. These strategies should be comprehensive, adaptive, and focused on both immediate relief and long-term sustainability.
[bookmark: _Toc167130116]Holistic Workforce Strategy
The above point is crucial as it explains why there should be a whole view of the problem in the management of workers. This involves bringing together the pieces needed for recruiting employees, developing their skills, and keeping them from leaving into a working framework that can meet changing market conditions as well as employee demands (Vanek, 2022). Strong employer branding is a strategy through which the hotels can attract potential employees and highlight the benefits of working in their hotels. Benefits including career growth opportunities, a positive working environment, and rewarding salary structures. To cater for this persistent problem of staff shortages in the labour force in the hotel as well as the hospitality industry in general, a total functional workforce approach is the most appropriate way to go. This entails integrating the work of the personnel or hiring and training function with the compensation, promotion, and other policies in a strategic fashion based on market conditions and organizational needs. 
[bookmark: _Toc167130117]Strengthening Industry Partnerships
Strategic alliances with education colleges and training schools can secure a continuous supply of trained workers who will be able to pursue further job training. Considering this, hotels must cooperate with such institutions to create hospitality-related curricula as well as to offer internships and apprenticeships for the students to gain hands-on experience in hotels (Walsh, Bhagavatheeswaran and Roma, 2019). This kind of partnership not only guarantees the supply of qualified people in the industry but also promotes the philosophy of “Education for Work’ and ensures that the education that is provided matches what the industry requires thereby producing graduates who are job-ready and equipped with relevant skills. 
[bookmark: _Toc167130118]Investment in Technology and Innovation
Technologies can aid in dealing with labour force crises. Introduction Investing in automation and AI will facilitate faster system processes; more importantly, the utilization of manual labour can be reduced significantly. For instance, automation solutions like keyless room entry and indoor cleaning robots can be used to perform lower-level chores so that service workers can engage in more specialized tasks. At the same time, it is important to pay attention to the on-site human component in the hospitality industry, so that hospitality is not lost when technology takes these role. Focusing on the development and improvement of technology and innovation is one of the prospective approaches to staff shortages and labour inadequacy in the hotel and hospitality industry (Waters, 2022). Technologies can offer major improvements in terms of workflow and productivity and the opportunity to do away with manpower and low efficiency in service provision. Hotels can adopt an approach of humanizing automation and AI by deploying intelligent technologies in key areas in the hotel where there is a challenge of having sufficient staff. As one of the most efficient ways of incorporating technology, check-in and check-out technologies have proven essential. This holds such characteristics that can facilitate the process of self-check-in and check-out for guests therefore reducing the number of front desk staff. 
[bookmark: _Toc167130119]Promoting Diversity and Inclusion
Diversity and gender equality can have a positive impact on innovation and employee engagement. Hoteliers should adopt diversity plans that ensure minority groups are considered in the hiring process and make sure that all employees are respected and appreciated for their contributions. This consists of equal advancement and opportunities, diversity training and education that will create a welcoming environment for everyone (Bowker, 2021). Hotels should insist on nondiscrimination in employment because this will ensure that everyone is given equal opportunities regardless of their origin or gender. This includes ensuring there is an equal opportunity for promotion and programs for diversity training to ensure equal inclusion in the work place. 
[bookmark: _Toc167130120]Enhancing Value Proposition
It is of paramount importance to the employee value proposition for the organization to attract and retain employees. Hotels must provide more than just fair rates, and offer attractive benefits and career development, family-friendly schedules, and other perks. Appealing shift and scheduling flexibility, for instance, part-time work and time off during school hours may make workers consider hospitality as their occupation choice especially young and family workers. This flexibility would also win loyalty and greater staff retention as they meet millennial employees demand. The broad-level strategic approach encompasses a thorough sustainability of working people strategy, better relations to the industry, greater investments in innovation, representation and inclusion, a more attractive EVP, and enhanced policy engagement could be crucial in resolving the challenge of the staff deficits and its solutions for the hotel and hospitality industry (Ellis, 2019). 

[bookmark: _Toc167130121]Conclusion
In conclusion, several procedures and tactics are needed to address personnel shortages and labour issues in the hotel and hospitality industry. Hotels must have a complete labour plan that addresses hiring, training, and retention to successfully manage change and labour issues. Additionally, this strategy must address staff retention issues among the key personnel. The five areas of focus are expanding linkages with educational institutions, investing heavily in technology, fostering diversity and inclusion, enhancing the employee value proposition, and lobbying for policies (Tienda, 2016). Five areas are getting the greatest attention. These are where most of the effort is going. These steps prevent short-term staffing issues and help create long-term solutions that will create a more reliable and consistent workforce. 


[bookmark: _Toc167130122]References
Atighechian, G., Maleki, M., Aryankhesal, A. and Jahangiri, K. (2021). Are Macro and Micro Environment Affecting Management of Fresh Water Resources? A Case from Iran with PESTLE Analysis. Materia Socio Medica, 28(4), p.307. doi:https://doi.org/10.5455/msm.2016.28.307-313.
Buchan, J. (2016). Nursing numbers in Britain: the argument for workforce planning. BMJ, 320(7241), pp.1067–1070. doi:https://doi.org/10.1136/bmj.320.7241.1067.
Buchan, J., Duffield, C. and Jordan, A. (2015). ‘Solving’ nursing shortages: do we need a New Agenda?. Journal of Nursing Management, 23(5), pp.543–545. doi:https://doi.org/10.1111/jonm.12315.
Engberg, R. and Altmann, P. (2021). Regulation and Technology Innovation: A Comparison of Stated and Formal Regulatory Barriers throughout the Technology Innovation Process. Journal of technology management & innovation, 10(3), pp.85–91. doi:https://doi.org/10.4067/s0718-27242015000300010.
Gheibi, M. (2021). PESTLE analysis. Integrated Environmental Assessment and Management, 14(4), pp.480–488.
Hardy, V. and Hauge, J. (2019). Labour challenges in Ethiopia’s textile and leather industries: no voice, no loyalty, no exit? African Affairs. doi:https://doi.org/10.1093/afraf/adz001.
Levenson, A. (2017). Using workforce analytics to improve strategy execution. Human Resource Management, 57(3), pp.685–700. doi:https://doi.org/10.1002/hrm.21850.
Moro Visconti, R. (2022). PPP versus Traditional Healthcare Procurement in Italy: Assessing Value for Money with PESTLE and SWOT Analysis. SSRN Electronic Journal. doi:https://doi.org/10.2139/ssrn.2422450.
Pathak, S. (2020). Mortar and Pestle. Archives of Medicine, 09(03). doi:https://doi.org/10.21767/1989-5216.1000221.
Pellissier, R. (2022). A CONCEPTUAL FRAMEWORK FORTHE ALIGNMENT OF INNOVATION AND TECHNOLOGY. Journal of technology management & innovation, 3(3). doi:https://doi.org/10.4067/s0718-27242008000100007.
Poulston, J. (2017). Staff shortages and turnover: Causes and solutions. Hospitality Insights, 1(1), p.7. doi:https://doi.org/10.24135/hi.v1i1.7.
Vanek, M. (2022). Evaluation methods of swot analysis . GeoScience Engineering, 58(2), pp.23–31.
Walsh, K., Bhagavatheeswaran, L. and Roma, E. (2019). E-learning in healthcare professional education: an analysis of political, economic, social, technological, legal and environmental (PESTLE) factors. MedEdPublish, 8(2).
Waters, A. (2022). NHS staff survey underlines need for national workforce strategy. BMJ, p.o871. doi:https://doi.org/10.1136/bmj.o871.
Bowker, L. (2021). Promoting Linguistic Diversity and Inclusion. The International Journal of Information, Diversity, & Inclusion (IJIDI), 5(3). doi:https://doi.org/10.33137/ijidi.v5i3.36159.
Ellis, M. (2019). Promoting Gender Diversity in the Classroom Through Drag. JALT2018—Diversity and Inclusion, 2018(1), p.235. doi:https://doi.org/10.37546/jaltpcp2018-32.
Tienda, M. (2016). Diversity ≠ Inclusion. Educational Researcher, 42(9), pp.467–475. doi:https://doi.org/10.3102/0013189x13516164.
ANDRÉ, B., RINGDAL, G.I., LOGE, J.H., RANNESTAD, T. and KAASA, S. (2016). The Importance of Key Personnel and Active Management for Successful Implementation of Computer-Based Technology in Palliative Care. CIN: Computers, Informatics, Nursing, 26(4), pp.183–189. doi:https://doi.org/10.1097/01.ncn.0000304802.00628.70.
Baum, T. and Hai, N.T.T. (2020). Hospitality, tourism, human rights and the impact of COVID-19. International Journal of Contemporary Hospitality Management, 32(7). doi:https://doi.org/10.1108/ijchm-03-2020-0242.
Baum, T., Mooney, S.K.K., Robinson, R.N.S. and Solnet, D. (2020). COVID-19’s Impact on the Hospitality Workforce – New Crisis or Amplification of the norm? International Journal of Contemporary Hospitality Management, [online] 32(9). doi:https://doi.org/10.1108/ijchm-04-2020-0314.
Pham, N.T., Tučková, Z. and Chiappetta Jabbour, C.J. (2019). Greening the hospitality industry: How do green human resource management practices influence organizational citizenship behavior in hotels? A mixed-methods study. Tourism Management, 72(1), pp.386–399. doi:https://doi.org/10.1016/j.tourman.2018.12.008.










15 | Page

