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Theme: Staffs shortages and labor challenges in hospitality industry


Abstract: The hospitality industry is currently facing significant challenges related to staff shortages and labor issues. Several factors contribute to this situation, including the lingering impacts of the COVID-19 pandemic, which led to massive layoffs and subsequent shifts in workforce availability and preferences, many former hospitality workers have transitional to other industries, seeking better pay, job stability and work life balance. Additionally, the industry struggles with high turnover rates, demanding working conditions, and often insufficient wages and benefits, making it less attractive to potential employees. The shortage of skilled labor exacerbates operational difficulties, affecting service quality and customer satisfaction. Addressing these challenges requires a multifaceted approach including improving working conditions offering competitive compensation, investing in training and development, and leveraging technology to streamline operations and reduce the burden on staff.   Furthermore, policy interventions and industry collaboration are essential to create a sustainable and attractive employment environment in the hospitality industry.

Introduction
The shortage of staff and a lack of employees are common problems faced by the hospitality and restaurant sectors (Nain, A., 2018)has been grappling with a significant crisis in recent years. As the industry begins to recover, the demand for hospitality services has surged, yet  many businesses struggle to fill positions. These types of problems have been caused by several types of aspects, which include changes in population size, the demands of the employees, and changes in economic conditions. Because this sector involves a lot of work, such issues must be addressed in order to preserve processes operating and fulfill the demands of customers. Working staff and employees are very important in the hotel and hospitality industry because they provide good service and keep operations running smoothly (Kusluvan, S., 2003). 

1. Importance and relevance for the hotel and hospitality sector
The shortage of employees may reduce the standard of service, or make operations more expensive, and make guests less satisfied, so the number of aspects which affect the tourism industry's volume to compete and make money. 
Hotels that fail to hire a sufficient workforce can be less productive, provide guests with a worse experience, and give current employees more work to do (Balushi, M., 2018). The hotel's reputation and brand image might be negatively impacted as a direct result of lower customer loyalty. Another problem is that a lack of a sufficient workforce can make workers feel stressed out, which can result in more job losses and added expenses for recruiting new staff members. 
Hotels can address these problems by improving staff recruitment, retention, and development (Rog, E., 2008). Providing attractive salaries, compensation packages, and incentives for job progression are among the methods of doing it. Encouraging an effective environment at work that raises teamwork, balancing work and life, and employee health and wellness can also help fulfill staff members satisfied with their work (Ghani, B., 2022).  Also, the hotels must consider using technology to manage specific tasks to assist their operations run more smoothly. This can help improve activities and decrease the requirement for physical work, which facilitates hotels making better use of their available assets. The visitor experience depends on interaction with people and a direct connection, so that the technological advances can never replace.
2. Prevalence within the industry
There are serious problems with staffing and finding workers in the hotel and restaurant industry (Deery, M., 2015). Identifying the primary causes and taking steps to engage with these issues constitutes what businesses can do to reduce the adverse impacts and become more profitable. In the end, sustaining a sufficient staff is necessary for giving outstanding support and fulfilling consumer expectations in contemporary rapidly evolving sector of business.
The hospitality business consists of hotels and restaurants which have some specific employee problems that are not present in other sectors (Wright, T., 2007). These problems emerge because of aspects that include schedules, higher change rates, and rivalry from other sectors which provide better job opportunities. Problems with recruiting employees are made more serious by the actuality that the sector requires a lot of various kinds of skills and depends on laborious tasks.
The changes in environment during various seasons of each year are a big problem for the hospitality sector. Every year, the number of people visiting restaurants, bars, and various other businesses rises between increases and decreases on a regular basis. These businesses often require the hiring of additional workers during periods of increased activity to continue keeping up with consumer demand, which leads to changes in the number of employees. Employees may find it challenging to maintain relationships with an organization when they have to be changed on a constant basis, which contributes to higher rates of unemployment. 
Another thing that makes it challenging to identify employees in the hotel industry is rivalry with different industries (Kimpakorn, N., 2009). A significant number of people are involved in working in providing because it can give them free time and the option to take trips. Some industries, like technology, banking, and healthcare offer higher wages as well as safe jobs, resulting in it impossible for the hotel business to keep good staff members. 
The hotel business also has problems hiring people because it depends on inspiring responsibilities. A lot of jobs consist of cleaning, serving, and preparing food, shortage people who are physically strong and pay close attention to minute details. These jobs can be difficult for staff members, and some people could choose not to enter through this field of work (Morrissey, K., 2022). A shortage of skills may also occur when there is a shortage of trained staff members like cooks, sommeliers, and baristas, which makes it challenging for businesses to find candidates for the positions. 
There are different things that hotel businesses can do to assist with these types of problems. Spending money on training programs for employees to improve their capability to work and make the staff more skilled will support someone attract and retain excellent staff members. Companies are able to retain staff members better through providing attractive salaries and benefits which reduces the number of people who leave the company (Bulut, C., 2010). Also, establishing a workplace environment that supports coworker well-being and happiness may assist fulfill staff from leaving.
2. Overview of Literature:
Labor shortages are significant issues for the hotel sector, which is popular to continue very fruitful while contributing important contributions to the worldwide business. The industry's everyday operations are influenced by these shortages, and its future profitability remains at a risk (Kimpakorn, N., 2009). A SWOT analysis has been used by professionals to get an improved comprehension of how employee shortages affected the hospitality industry.
2.1. SWOT Analysis 
Strengths, Weaknesses, Opportunities, and Threats (SWOT) evaluation is a system to business planning to look at a background and figure out what's effective and what doesn't. This tool has been used by academics in the hotel industry for investigating how shortages of employees and labor problems influence the hospitality business (Solnet, D., 2016). This study reviews shortages of labor from multiple viewpoints and points out their main pros and cons, as well as the possibilities and risks that they face.
2.2. Strength: Labor Challenges Drive Innovation and Efficiency
The strength signifies that he good thing about a shortage of employees in the hotel business is the fact that it can lead to new concepts and more effective methods to perform tasks. As an outcome of running into problems recruiting and retaining staff members, companies must step outside of their comfort  zones as they search for alternate methods to address their challenges. In order to be more effective, people often use emerging innovations that handle activities, and make processes easy (Solnet, D., 2016). Spending money on technology and enhancing operations can help hotel companies address labor-related problems and maintain activities running efficiently.
2.3. Weaknesses: Decreased Service Quality and Increased Employee Turnover:
But the shortage of employees also makes the company weak in major areas (Gannon, J.M., 2015). Poor staffing levels may have a negative effect on the standard of service. Guests may not receive as much personal care, get answers more slowly, or be waiting longer. This could make customers less satisfied and less likely to maintain a relationship (Sharpley, R., 2003). Labor problems can also make people leave their jobs more often because they are dissatisfied or stressed from having too much work to do. It costs more to hire new employees and prepare them, and having a lot of staff members leave may cause problems for the entire company.
2.4. Opportunities: Embracing Technology and Automation:
The hotel business can use technology and robotics to increase efficiency when there are not enough employees. Businesses can improve the customer experience, transform workflows, and reduce the requirement for staff members by embracing innovative technology and automatic systems. For instance, robots operated by artificial intelligence (AI) can answer questions from guests right away, which helps in the consumer service process (Bowen, J., 2018). Automation can also make it less difficult to maintain records of supplies, make preparing food faster, and make operations run more smoothly. The hotel business can get around workforce issues and expand in a method that continues by making the most of such opportunities.
2.5. Threats: Persistent Labor Shortages May Risk Growth and Reputation
The hotel industry's future development and reputation are at risk as it fails to recruit sufficient staff members (Huang, W.J., 2023). Shortages of employees in the hotel industry may cause it difficult for them to grow, fulfill increasing demand from consumers, and increase the sector's future expansion prospective (Kimpakorn, N., 2009). In addition, a lack of workers may negatively impact the business's image by making customers believe that the standard of service will decrease and making them unhappy consumers may not want to come because of this negative view, which may negatively impact the overall attraction and growth of the hotel business. Also, businesses may have to contribute more to their operation when they are unable to recruit sufficient skilled employees to fill the positions that are available.
Finally, there are not enough employees in the hotel business, which impacts its operations and expansion in a number of ways (Davis, O.A., 2018) They can result in innovative concepts and improved ways of doing activities, but they come with challenges, like worse service, more employees leaving, and risks for company expansion and brand image. Researchers looked at how shortages of workers and 
employment issues impact the hospitality business using the technique of a SWOT analysis (Davis, O.A.,2008).  Using modern technology and artificial intelligence can assist with such issues, making the company more profitable in the long term and boosting the overall experience for guests (McCartney, G., 2020). To maintain the expansion and achievement of the hotel business, it is important for those who are involved to act toward a shortage of employees.
3. Application to the hotel and hospitality sector
3.1. Specific focus area
Employee shortage and labor problems have a major impact on the front lines customer service roles in the highly skilled hotel and hospitality industry (Ashton, A.S., 2008). Many people in these roles are very important to make that all guests have a good time and the different parts of the hotel's process run well. When hotels don't have sufficient employees, they are faced with a number of serious problems that influence the guest experience (Karatepe, O.M., 2008).
First, when there are not sufficient staff members working at the front desk, guests often have to wait longer. Some customers may be dissatisfied with long wait times if there are not enough employees to answer all the questions and queries that come in. This wait may cause guests to be uncomfortable and provide them with an adverse view of the hotel's services performance (Faulkner, B., 1997). Second, guests may not be possible to get the support they need when staff members are not available (Baum, T., 2002). In conditions when staffing levels are insufficient, customers could have trouble getting help or information quickly. The delay in answering can make guests unhappy and negatively impact their impression of the hotel. 
3.2. Real impact and Management Response
The shortage of employees and staff in positions on the front lines also contributes to reduced standards of service (Babakus, E., 2007). It can be difficult for businesses to continue maintaining all regular services that are necessary when they fail to recruit enough staff members. This can lead to differences in service standards, including differences in guest relations, efficiency, and quality (Singh, J., 2000). Hotel management can use a number of methods to reduce the adverse effects of workforce shortages as a way to handle those issues. For example, cross-training workers to improve their knowledge and abilities in various fields is an effective method (Burke, R.J., 2018). By giving employees training in various kinds of responsibilities, industries may improve their staff members to be more flexible, which helps them better handle positions on the front lines when workforce is low. Staffing problems in these jobs may actually impact the manner in which customers receive their service. When there are insufficient employees, guests might have to wait for a longer time, which makes staff unable to answer queries and reduces the level of customer service. Hotels can find it challenging to keep up with established standards, which could lead to reduced experiences for visitors and affect the hotel’s repetition.
Employees who work in front-line customer support positions within the hospitality business are truly impacted by shortages of employees and salary problems (Babakus, E., 2007). Regular high standards of service are challenging for businesses to preserve and maintain up, that can have adverse impact on customers while impacting their standing in the industry (Babakus, E., 2007). Short-term replies can be identified through managerial decisions consisting of cross-training workers, facilitating employees to work when they want, and using technological advances for performing routine duties. 
However, right instructed, and loyal employees provide a close connection and human connection that cannot be replaced (Elshaer, A.M., 2019). This shows how essential it is in the hotel business to maintain making investments in its workforce. Employee gaps and shortages of staff in hospitality customer service roles have significant impacts on how customers experience their time at the hotel. 
The hospitality sectors can find it challenging to preserve their customer service ethics are constant, which can mean waiting times that are longer, fewer staff members available, and more difficult service (Elshaer, A.M., 2019). Hotel management can try to resolve this issue by additional instruction staff members, providing them with open schedules, and using technology to simplify basic tasks for them to perform. To maintain the fast-evolving  job market and provide the highest level of service to its guests, hotels are going to have to find innovative methods to work around of their comfort zone.
 
4. Future Policy & Management Options for Staff Shortages in Hospitality
If the hotel business is experiencing difficulty with hiring and recruiting staff members, it is important to evaluate and measure potential strategy decisions and supervisory plans (Barry, S., 2011).  Students should provide advice for the business sector based on their own understanding and analysis of this present "staff shortages and labor challenges" subject matter. It is important to analyze probable future policy and management decision-making in relation to the constant issues of workforce issues and shortages of workers in hospitality businesses to determine how to successfully solve that problem (Morosan, C., 2022). This review measures to present suggestions for the sector on the basis of previous study and contemplation of the present problem of employment difficulties and staff shortage.
Making investments in staff training and development programs is one effective solution that investors can use. Businesses may minimize turnover and improve employee fulfillment by providing staff members with the necessary skills and information they want (Morosan, C., 2022). Providing chances for job growth and development can also encourage employees to maintain a relationship with the company for a period of time. 
Another suggestion is to act on establishing strategies for recruiting and retaining employees more easily. Businesses in the hospitality industry should put funding into making the workplace an excellent environment for workers where everyone experiences comfortable (Solnet, D., 2016). To procure and maintain good workers, business organizations are able to provide competitive salaries and bonuses, rewards for staff activities, and work schedules plans.
Also, shortages of employees can be managed through the implementation of technological automation tools (Okumus, F., 2013). Businesses can improve their workflows and reduce minimize the percentage of employment opportunities that must continue to be performed by way by implementing technologies like artificial intelligence (AI) and robotic process automation (RPA) (Okumus, F.,2013). This not only makes tasks better for presently employed workers, but it also provides them with possibilities to develop new skills and promote their professional lives. 
Establishing a healthy work-life culture can assist in hiring and retaining staff. Businesses can decrease pressure and raise job fulfillment through promoting an environment that supports well-being for staff members (Bartlett, K.R., 2016). A healthy balance between work and personal life can be achieved by making employees set their own schedules, establishing health services, and promoting activities for self-care.

Conclusion
360-degree strategy is essential for resolving the hotel industry's problems with labor and shortages of employees. The companies are able to get about these issues and establish a strong workforce to put funds into programs for development and training for staff members, which makes it better to recruit and retain the staff, using technology to simplify operations, and urging an environment of a healthy balance between work and life .Along with this, the industry must adopt a comprehensive strategy  that includes improving wages and benefits, providing clear career advancement opportunities to staff and should support  labor and immigration policies. These measures are crucial for building a more resilient workforce and ensuring the long- term success  and sustainability of the hospitality industry.
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