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Abstract
The hotel and hospitality industry sectors are facing critical issues related to staff shortages and labour challenges that increase turnover rates. In the global circumstances, there is around a 30 to 45% turnover rate in the industry while in the UK the vacant empty positions rate is 14% and the employee application rate dropped by 31%. The literature indicates the insubstantial practices of hotels and hospitality businesses for creating a discouraging work environment with long shifts, fewer payments, lack of employee recognition, lack of job security and employee benefits to retain or attract skilled employees. However, focusing on digital technologies like AI, Blockchain and Industry 4.0 should be effective in training employees, reducing their work pressure, educating them cutting edge skills, helping them grow their skills and careers for higher retention and mitigation of staff shortages and labour challenges in the hotel and hospitality industry sectors.
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[bookmark: _Toc166176623]Introduction
[bookmark: _Hlk166164159]The hotel and hospitality sectors are a comfortable industry sector for customers and tourists to spend their vacation time in a highly satisfying environment and friendly ambience. However, in recent times, industries have faced a range of difficulties with staff shortages and labour challenges to effectively retain skilled employees in the key positions of their business for higher customer satisfaction (Strydom, 2023). Due to a range of internal hotel and employee management issues alongside external governmental pressure, the hotel industry is struggling with staff shortages and labour challenges which causing a 30/45% turnover rate in the industry. In comparison, 10/15% is the industry standard (Atighechian et al., 2023). Besides, in the UK, the lack of skilled retention is at 24%, the vacant empty positions rate is 14% and the employee application rate dropped by 31% in 2023 in the hotel and hospitality industry sector (Race, 2024). Here, in the conference research paper, there will be a detailed discussion and illustration of different types of works of literature including a macro-environmental factor critical analysis to explain the hotel and hospitality industry insights more accurately. Also, there will be an evaluation of suitable future policies and management techniques to progress and overcome the labour challenges to retain skilled employees in the industry effectively.
[bookmark: _Toc166176624]Overview of Literature
According to Grigoryan (2024), businesses related to the hotel and hospitality industry sector such as accommodation, travel & tourism agencies, entertainment businesses, food and beverage businesses and all types of hospitality sector businesses are struggling to retain their employees effectively. In the context of hotels, employees have to face extra-long working hours, chemical exposure, lack of job control, poor payments, mental pressure and various types of physical health-related risks. Besides, a recent industry report by Pham et al. (2023), indicated that hotels and most of the hospitality sector businesses have to provide services to tourist areas which have to open 24/7 with minimal breaks or job flexibility for their employees. Each of the workers in the sector has to work day and night shifts during their operations and there is very little chance of taking a day off from their crucial positions in the field (Alonso and O’Neill, 2022). 
However, Christensen Hughes and Rog (2023), argued about the fact and demonstrated in an article that in this era of modernisation, most workers wanted to work in more fun, technologically advanced, efficient, flexible and highly paid job roles rather than wasting their crucial period of the career for serving for others. Also, both men and women are starting their own small businesses in the local tourist areas which increased by 15% in the UK after an employee from the hospitality sector quit their jobs. Alongside this, Aiyetan and Dillip (2024), conducted a survey on the top five hotels in the UK which indicated that most of the workers currently working in hotel management jobs have ages above 28 – 42 where very few young employees are found in these hotels. The tendency of young students in this contemporary era to work in the hotel management field is 66% lower in 2023 than in 2003. 
The hotel and hospitality industry businesses are facing challenges in retaining skilled employees in the crucial operating points due to a lack of attraction or intimacy in the current roles, responsibilities, operating environment and job operations of most of the hotel and hospitality industry roles believed by Buhalis and Law (2023). The author also demonstrated in the journal about high turnover rates due to long working hours, lack of autonomy, high working pressure, lack of wage growth, and lack of career growth opportunities or recognition. However, Christensen Hughes and Rog (2023), did not agree with the verdicts and explained in a recent report that the lack of adoption of contemporary technologies, improvement of roles, the introduction of new software for work efficiencies to employees and increment of the wages are the main causes of hotel and hospitality industry staff shortages and labour challenges. Here, Barnow, Trutko and Piatak (2023), suggested Blockchain, Artificial Intelligence and Industry 4.0 alongside employee motivation, recognition and rewards to mitigate the issues and challenges effectively from the industry sector.
[bookmark: _Toc166176625]Application of PESTEL Analysis Framework
[image: PESTEL analysis is used to identify threats and weaknesses to examines the  Political, Economic, Social, Technological, Environmental, and Legal  factors in the external environment 33238849 Vector Art at Vecteezy]
Figure 1: PESTLE Analysis Example.
Source: (Wankhade, Rao and Kulkarni, 2023).
Political: In the era of globalisation, The International Union of Official Travel Organizations (IUOTO) is bringing the states, local government and state-run level governments together to progress the migrant worker's opportunities and career-building capacities in foreign states (Clegg, Skyttermoen and Vaagaasar 2021). According to IUOTO, migrant workers have to get the opportunity to work in overseas companies with a stable work visa, suitable wages, flexibility and key positions without any hesitancy. The action is undertaken to resolve the staff shortage and labour challenges in the global hotel and hospitality sectors effectively with the contribution of state-level governments (Barnow, Trutko and Piatak, 2023). However, the high interest rates, complex paperwork policies, foreign regulations and corruption in underprivileged governments are restricting skilled workers from working in overseas markets (Conrady and Buck, 2012). These create pressure and a lack of opportunities for skilled workers to work in renowned organisations in the hotel and hospitality sectors.
Economical: Due to global inflation and the economic crisis, employees in the hotel and hospitality sectors are facing an unstable living crisis and income-related issues (Cooper and Hall, 2019). Currently, the global inflation rate is at 7.35% while in the UK, the rates are close to 6.52% which indicates a harsh situation for the typical workers to get a decent salary or have the proper opportunity to formalise their living standards with such income. This also demotivates skilled workers to pursue hotel management and hospitality sector roles in overseas nations (Tribe, 2009). However, the global tourism authorities are offering loans at a minimal interest rate to progress the industry (Ahmad and Scott, 2023). In the context of the UK, the government grants and commercial loans for the tourism sector are only 2% which allows businesses related to the hotel and hospitality sector to introduce new technologies and other employee benefits for minimising turnover rates.
Social: Since COVID-19, employee turnover rates in the global context increased by 12.1% while in the perspective of the UK, turnover rates currently account for around 19.9% in the hotel and hospitality industry sectors (Aiyetan and Dillip, 2024). Most of the employees who were laid off from their positions started their businesses or focused on other growing industries with rapid growth opportunities (Brotherton, 2015). On the other side, the ritual and cultural locations are having a peak where most of the tourists are focusing to travel on historic, cultural and antique places with unique rituals. These gave a 22% significant growth in the global historic places alongside the UK which encouraged many employees in the field to work in the hotel and hospitality industry sectors (Dawson, Lemelin and Stewart, 2012). Besides, the lifestyle factors of a hotel employee like dress code, behaviour and cosmetic changes in persona during their operations motivate many to work in the hotel and hospitality organisations.
Technological: The risk of Artificial Intelligence, robotics and automation is creating threat factors and sentiments among most of the employees in the hotel and hospitality industry sectors with their job positions (Darcy, Ambrose and Bulhalis, 2012). Also, the contemporary cutting-edge technologies are risking jobs and creating a threat factor for many employees in the industry to have a secure position in the industry in the long run. However, the hotel and hospitality industry sector are utilising the latest and cutting-edge technology and software elements like Blockchain, Industry 4.0, AI, automation and robotics to minimise work pressure and distribute the critical operating tasks to machine solutions (Buhalis and Law, 2023). Rather employees are getting efficient assistance, software and technical support to effectively work in their positions with a high-performance attitude (Faulkner, Moscardo and Laws, 2001). This inspired many to enter the industry for decent skill, knowledge career growth.
Legal: Due to higher occupation of hotels and decent growth in the hospitality sector businesses, most of the organisations are averting to follow the Employment Rights Act of 1996 which focusing employees working in stressful, bad work environments, long working shifts and distress conditions in the hotel and hospitality industry sector (Krippendorf, 2011). Also, due to staff shortages and labour challenges in hiring skilled employees, workers with minimal operating skills are getting heavy practical and physical jobs to complete their daily projects to satisfy the customers. These create legal obligations for the hotels to improve the conditions (Pham et al., 2023). Here, as per the Health and Safety at Work Act of 1974 the organisations related to hotel and hospitality industry sectors are forced to ensure physical and mental health safety of all the employees in their workplaces (Laws, Prideaux and Chon, 2007). Offering higher break times, ensuring flexibility, offering medical incentives, allowing leaves and providing mental health and well-being support become mandatory under the act to improve industry conditions and increase employee retention in the sector.
Environmental: The global hotel and hospitality industry sectors are accused of 3.9% of all the greenhouse gas and carbon emissions across the globe causing a massive drawback for the segment (Robson, 2016). Due to a lack of skilled workers, guests are polluting the air, soil, water and other earth elements without maximising their concerns or restrictions to prevent the employees from conducting such devastating issues (Mill, 2012). On the other side, the recent modifications in the Environment Act of 2021 made it mandatory for each of the hotel and hospitality industry businesses to train and educate their employees about climate change, environmental concerns and guest management techniques for a sustainable future (Wankhade, Rao and Kulkarni, 2023). This created a decent opportunity for the employees in the field to get suitable job training, advice, support and guidelines from the hierarchy to support their earth with their abilities (Wahab and Cooper, 2005). So, these help the industry to gradually improve employee retention and mitigate the staff shortage and labour challenges issues effectively. 
[bookmark: _Toc166176626]Evaluation of Future Policies and Management Options for the Hotel and Hospitality Industry
Fostering Employee Relations with the Hierarchy: The management options should focus on fostering and creating employee relations with the overall hierarchy and chain of command. Proper relations with managers and leaders motivate employees and improve their productivity in their specific job roles (Ahmad and Scott, 2023). Also, a better relationship between employees and leaders allows for minimal operational errors, increased work efficiency and upscale employee performance and the firm’s productivity in a superior edge for sustainable growth. So, employees work effectively and motivate others to be friendly to enter the industry for decent support, relationship and performance with a sustainable career in the hotel and hospitality industry sectors.
Implementation of Cutting-Edge Technologies: Rather than traditional operating techniques, the hotel and hospitality industry sectors should focus on the implementation of cutting-edge technologies like automated software, AI-generated software systems, Blockchain-based inventory management and automated customer services in an easy and effective way (Aiyetan and Dillip, 2024). These will be educating employees about the importance of cutting-edge technologies and skills to work in the contemporary era and solve their critical tasks with enchanted and high-performance software and technical assistance. Therefore, these will be impacted by higher retention, the attraction of skilled employees and holding industry talents in the industry for the long run.
[bookmark: _Hlk166164305]Giving Proper Autonomy and Flexibility: The future policies of the hotel and hospitality industry sector must focus on policies that provide autonomy and job flexibility to the employees. Offering chances to work in different settings, engage with the operations more closely and build self-confidence and satisfaction to work in the company with a higher mental pleasure (Christensen Hughes and Rog, 2023). Also, the future policies should include 4 different working shifts in a 24-hour operation, offer at least 20-minute break times, free food and financial incentives to effectively mitigate the staff shortage and labour challenges.
Developing Work Structure and Scheduling: Rather than focusing on Matrix Organisational Structure policies which make the operations and work schedules more complex, the hotel and hospitality industry should emphasise the Flat Organisational Structure for higher retention. This structure strengthens the employees with confidence and autonomy where they will be following instructors and policies according to the code of conduct while 90% of the operating decisions will be done by them (Pham et al., 2023). Also, there are no middle management levels in this structure which will allow employees to utilise their skills and improve their knowledge while operating in a hotel or hospitality business with higher satisfaction.
Creating an Anti-Discriminated Work Culture: All hotel and hospitality industry organisations should create a code of conduct that involves anti-discrimination restrictions, equality, diversity and inclusivity during operations (Strydom, 2023). The managers, leaders and HR need to select employees based on their skills, knowledge and intention to work in the industry rather than their racial identity to effectively mitigate staff shortages and labour challenges in the hotel and hospitality industry sectors.
[bookmark: _Toc166176627]Conclusion
[bookmark: _Hlk165887356]In final words, the literature and outcomes demonstrated that the long working hours, lack of autonomy, technological support, poor payments and higher accountability in the hotel and hospitality industry sectors are the main causes of staff shortages and labour challenges. However, modification of policies and employee management techniques should be helpful to improve the working conditions, satisfy the employees, ensure their demands and offer them high career growth opportunities. Here, the implementation of policies like better employee relations, flexible working structure and technical assistance will be helpful to mitigate the issues and challenges from the hotel and hospitality sector effectively.
Recommendations:
· The hotel and hospitality industry sector must focus implementation of Artificial Intelligence in their hotel management software for rapid communication, higher collaboration and fewer operational errors (Wankhade, Rao and Kulkarni, 2023).
· Blockchain technology should be added to guest management and inventory management operations to have real-time data and solve customer issues with less functioning pressure to improve job satisfaction (Christensen Hughes and Rog, 2023).
· hotel and hospitality organisations should focus on Industry 4.0 technologies to train their employees with relevant skills, cutting-edge knowledge and proper career growth opportunities for the attraction and retention of a skilled workforce (Pham et al., 2023).
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