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Staff Shortages and Labor Challenges in Hotel Industry
Abstract
This report explores the growing problem of staff shortages and labour challenges in the hospitality industry. Hotels and restaurants around the world are struggling to hire and keep skilled workers. The main reasons for this include low wages, long working hours, high staff turnover, and seasonal demand changes. The COVID-19 pandemic made the situation worse, as many hospitality workers lost their jobs and moved to other industries. Now, many of these workers do not want to return, causing even more labour shortages.

A PEST analysis is used to understand the factors affecting staffing in the hospitality sector. Political issues like immigration rules and minimum wage laws impact recruitment. Economic challenges, such as inflation and competition from other industries, make it hard to attract workers. Social factors like changing job expectations and poor work-life balance led to high turnover. Technological changes, such as automation and AI, help reduce the need for staff but cannot replace all human jobs.

The report suggests solutions like increasing wages, offering better working conditions, providing career development, and using technology wisely. These strategies can help businesses reduce staff shortages and create a more stable workforce in the future.




1. Introduction
The hotel sector employs a significant number of people worldwide, it is currently facing significant labour shortages. The inability of many hotels and restaurants to find and retain enough qualified staff has made staff shortages a serious issue (Baum, 2019). Low pay, long hours, significant staff turnover, and the COVID-19 pandemic's effects are among of the causes of this problem (Davidson, Timo, and Wang, 2010). Since many organisations need more employees during some seasons of the year and fewer during others, seasonal demand also has an impact on staffing (Alonso and O'Neill, 2009).
Businesses suffer from these staff shortages in a number of ways. Customer satisfaction, waiting times, and service quality all suffer when there are insufficient employees (Kim, Knutson, and Choi, 2016). Hotels and restaurants that experience high turnover must invest more time and resources in hiring and training new employees (Gursoy, Maier, and Chi, 2008). Failure to address these issues could result in long-term financial and reputational harm to the industry (Hinkin and Tracey, 2000).

This report explores the causes, effects, and solutions for labour shortages in the hospitality sector. A PEST analysis will look at the technological, social, political, and economic aspects that affect staffing problems. Lastly, recommendations will be made that helps the industry in handling its workforce issues.


2. Literature Review

2.1 Causes of Staff Shortages in Hospitality
The hospitality industry struggles with high staff turnover and a lack of skilled workers. Many hotels and restaurants find it difficult to hire and retain employees, which affects service quality (Baum, 2019). Causes include low pay, poor working conditions, seasonal jobs, and changing worker expectations (Davidson, Timo, and Wang, 2010).
Low pay is a key issue. Many hospitality jobs offer only minimum wage, making them less attractive compared to better-paying industries (Kusluvan et al., 2010). Gursoy, Maier, and Chi (2008) found that low wages and limited promotion opportunities drive people away from hotel jobs. The industry also relies on part-time and temporary staff, offering little job security or benefits, which makes it harder to retain workers (Choi and Dickson, 2009). As jobs become more complex, the lack of training further complicates staff retention (ResearchGate, 2019).
Long and unpredictable working hours add to the problem. Many hospitality employees work weekends, holidays, and late nights, leading to burnout and dissatisfaction (Kim, Knutson, and Choi, 2016). Jung and Yoon (2015) found that hotel workers often leave because they feel overworked and unappreciated. Walmsley (2015) adds that younger workers view hospitality jobs as temporary due to poor work-life balance.
Seasonal work also contributes to shortages. Hotels and restaurants need more workers during busy seasons but fewer during slower periods, making these jobs unstable (Alonso and O’Neill, 2009). This discourages workers from staying in hospitality roles year-round (Davidson et al., 2010).
The COVID-19 pandemic worsened the situation. Many hospitality workers lost their jobs during lockdowns and moved to other industries (El-Said et al., 2024). Now, many are unwilling to return, leaving businesses struggling to find staff (Lodging Magazine, 2024). A Hotel Dive (2024) report found that hotels in the UK and USA still face staffing challenges as workers have shifted to other sectors.

2.2 Impact of Labour Shortages on the Hospitality Industry
Staff shortages significantly affect hotel and restaurant operations, customer service, and financial health (Hinkin and Tracey, 2000). One major issue is poor service quality. When there aren’t enough staff, it’s difficult to serve customers efficiently, leading to complaints (Kim et al., 2016). Davidson et al. (2010) found that hotels with fewer staff receive worse guest reviews, damaging their reputation.
Another problem is higher costs. High turnover means businesses spend more on hiring and training new staff (Kusluvan et al., 2010). Replacing an employee can cost up to 30% of their annual salary (Gursoy et al., 2008), leading to financial strain, especially for smaller businesses.
Staff shortages also put pressure on existing employees. When there aren’t enough workers, those who remain must take on more tasks, leading to burnout and low morale (Jung and Yoon, 2015). This often triggers a cycle where overworked staff quit, worsening shortages (Davidson et al., 2010).
Hotels and restaurants have tried different strategies. Some hire foreign workers, while others use technology to reduce staffing needs (Baum, 2019). However, these methods don’t always solve the problem. Testa and Sipe (2012) argue that strong leadership and making staff feel valued are key to reducing turnover. Some businesses have raised wages and improved benefits to retain staff (DePaul University, 2024), but the industry still struggles with long-term staffing issues.

2.3 Staff Shortages in Small vs Large Hospitality Businesses
Staff shortages impact small and large hospitality businesses differently. Small hotels and restaurants struggle more because they lack the financial resources to attract and retain staff (Alonso and O’Neill, 2009). They often lose workers to larger companies that offer better pay and benefits (Choi and Dickson, 2009). D’Annunzio-Green, Maxwell, and Watson (2002) point out that small businesses also lack formal HR systems, making it harder to manage staff effectively.
Large hotel chains have more resources to offer higher wages, better training, and career growth opportunities (El-Said et al., 2024). However, even big companies struggle to fill positions in housekeeping, kitchens, and front desks (Lodging Magazine, 2024). Nickson (2007) notes that even large hotels sometimes focus too much on cutting costs, which can make staff feel undervalued and cause them to leave.
Some large hotel chains have turned to technology to manage staff shortages (El-Said et al., 2024). For example, hotels have introduced self-check-in kiosks and AI-powered customer service to reduce the need for front desk staff (HiJiffy, 2024). Some even use robots for cleaning and food service (Hotel Dive, 2024). However, these solutions don’t fully address the problem. Pizam (2010) argues that while technology improves efficiency, it can’t replace the personal touch guests expect.
Many hospitality roles still require human workers. Research shows that guests prefer interacting with real people, especially in luxury hotels (Kim et al., 2016). This means that while technology helps, businesses must focus on better hiring and staff retention practices.

2.4 Solutions to Labour Challenges in Hospitality
To address staff shortages, the hospitality industry needs to focus on raising wages, improving working conditions, and offering career growth opportunities (Davidson et al., 2010). Research shows that workers are more likely to stay in jobs that offer good pay, promotion opportunities, and better work-life balance (Jung and Yoon, 2015).
Training and education are also crucial. Many hospitality workers leave because they feel unprepared or unsupported in their roles (Kusluvan et al., 2010). Businesses can retain employees by offering training programs, apprenticeships, and clear career paths (Gursoy et al., 2008). Lucas, Lupton, and Mathieson (2006) explain that strong HR policies and effective training can reduce turnover and improve staff satisfaction.
Government policies can also help. Some countries have visa programs that make it easier for hotels to hire foreign workers (AHLA, 2024). Other governments offer financial incentives to encourage people to work in hospitality (DePaul University, 2024).

3. Method 
Secondary data collected from industry reports, academic journals, and reliable internet sources created the foundation for this study. The goal is to collect up-to-date, relevant information regarding labour issues and staff shortages in the hospitality sector. Peer-reviewed academic journals, industry websites, books, and news stories are among the sources used to make sure reliable and trustworthy analysis.

Existing literature and industry findings are examined using a qualitative methodology. A PEST analysis, which examines the political, economic, social, and technological elements influencing staff shortages in the hospitality industry, is used to analyse the data. This framework helps in recognising the primary challenges and understanding the ways in which various factors influence labor-related concerns. The study includes case studies and real-life examples from the hotel and hospitality industries. These case studies provide some light on the methods employed by various businesses to enhance hiring and retention as well as how they handle staff shortages.

There are no primary research methods (such as surveys or interviews) included in this study because it is based on secondary data. In order to give a thorough and current analysis of the problem, the analysis is instead based on information from the industry and current research.


4. Theme Impact Analysis

A PEST analysis looks at how political, economic, social, and technological factors affect staff shortages in the hospitality industry. This helps identify causes of the issue and possible solutions.

4.1 Political Factors

Government regulations are a key cause of staff shortages. Many hotels depend on migrant workers, but changes in immigration laws have made hiring foreign staff difficult (AHLA, 2024). After Brexit, the UK’s new rules reduced European workers in hospitality, causing severe shortages (Lodging Magazine, 2024). Visa restrictions in the USA also make hiring international workers harder (Hotel Dive, 2024).

Minimum wage laws also affect staffing. Some governments raised wages to improve conditions, which helps employees but increases business costs. This forces some hotels to reduce staff or rely more on technology (HiJiffy, 2024). A DePaul University study (2024) found that hotels in high-wage areas struggle to afford large teams, leading to service cuts or higher room prices.

Labour laws about working hours and benefits also raise staffing costs. Many countries require overtime pay and benefits, which protect workers but make it harder for small hotels to stay profitable (Davidson et al., 2010). Lucas, Lupton, and Mathieson (2006) note that such rules can force hotels to reduce staff.

4.2 Economic Factors

The economy has a big impact on hospitality staffing. When the economy is strong, people have more job options, and fewer choose hospitality, as other industries often pay more (Baum, 2019). Kusluvan et al. (2010) found that hospitality jobs struggle to compete with office and retail jobs.

The COVID-19 pandemic hit hospitality hard. Many hotels and restaurants closed, causing mass layoffs (El-Said et al., 2024). When businesses reopened, many former employees had moved to sectors like healthcare or logistics (Gursoy et al., 2008). A Hotel Dive (2024) survey found that 76% of hotels in the USA still struggle to fill positions.

Inflation worsens the issue. The rising cost of living means workers demand higher wages, but many businesses can’t afford to pay more (Hinkin and Tracey, 2000). This causes employees to leave for better-paying jobs, worsening staff shortages.

Economic downturns force hotels to cut budgets, leading to smaller teams and more stress on staff. This results in burnout and resignations (Davidson et al., 2010). Nickson (2007) notes that cost-cutting strategies hurt employee morale, leading to higher turnover.

4.3 Social Factors

The hospitality industry has a poor reputation as a workplace, making it hard to attract and keep staff. Many people see hospitality jobs as low-paying, stressful, and offering little career growth (Baum, 2019). Younger workers prefer jobs with better work-life balance, and many leave hospitality within a year (Jung and Yoon, 2015).

Many hospitality jobs require working nights, weekends, and holidays, which lowers job satisfaction (Kim, Knutson, and Choi, 2016). Gursoy et al. (2008) found that many workers leave because of long hours and irregular schedules.

Demographic changes also affect staffing. As the population ages, fewer young people enter the workforce, making it harder to fill physically demanding roles like housekeeping (Alonso and O’Neill, 2009). D’Annunzio-Green, Maxwell, and Watson (2002) highlight that older workers are less likely to take on such roles, shrinking the workforce further.

Cultural views of hospitality jobs as temporary or low status discourage people from pursuing careers in the industry (Kim et al., 2016). Walmsley (2015) notes that many young workers see hospitality as a short-term job, leading to high turnover.

To improve staffing, hotels offer better training, promotion opportunities, flexible hours, and wellness programs. Some companies also partner with universities to attract young talent (DePaul University, 2024).

4.4 Technological Factors

Technology is changing hotel operations, reducing the need for some staff while creating demand for new skills. Many hotels now use self-service kiosks, mobile check-ins, and AI-powered customer service to reduce reliance on front desk staff (HiJiffy, 2024). El-Said et al. (2024) found that hotels can operate with 20% fewer employees using automation.

However, technology doesn’t solve all staffing problems. Jobs like housekeeping and food service still require human workers (Davidson et al., 2010). Research shows that guests prefer personal interaction, especially in luxury hotels, making full automation impractical (Kim et al., 2016). Pizam (2010) states that while technology boosts efficiency, it can’t replace the personal touch that guests expect.

Digitalisation means hotels need staff with technical skills. Hotels using automated systems need employees to manage and maintain the technology (Hotel Dive, 2024). Lucas, Lupton, and Mathieson (2006) explain that without proper training, staff feel overwhelmed by new tech, increasing turnover.

Smaller hotels may not afford expensive technology, making it harder for them to deal with staff shortages compared to larger hotel chains (Kusluvan et al., 2010).

Some hotels use technology to improve work-life balance. Mobile apps let employees swap shifts and manage schedules, making jobs more flexible (Jung and Yoon, 2015). AI tools also help hotels detect staff concerns early, reducing turnover (Gursoy et al., 2008).


5. Conclusion 
Staff shortages and high employee turnover are big problems in the hospitality industry. Low pay, long hours, poor working conditions, and few chances for career growth make it hard for hotels and restaurants to keep workers (Davidson et al., 2010). Other issues like economic uncertainty, seasonal demand, and immigration limits make things worse (Baum, 2019). The COVID-19 pandemic made the problem even bigger, with many workers leaving hospitality for good (El-Said et al., 2024).
A PEST analysis shows the main reasons for these shortages. Political issues like visa rules and minimum wage laws affect hiring (AHLA, 2024). Economic problems, like rising living costs and competition from other industries, make hospitality jobs less attractive (Kusluvan et al., 2010). Social factors like changing demographics and worker expectations also discourage people from working in hospitality (Gursoy et al., 2008). While technology can help with tasks, it can’t replace human workers, especially in customer service roles (Kim et al., 2016).

To solve these problems, businesses need to improve pay, working conditions, career opportunities, and push for better government policies. Only with these changes can the hospitality industry build a strong and stable workforce.

6. Recommendations 
To fix staff shortages, hospitality businesses need to improve recruitment, retention, and working conditions. Here are some suggestions:
6.1 Raise Pay and Benefits
Many workers leave hospitality jobs because of low pay and few benefits (Davidson et al., 2010). To fix this:
· Offer better wages that meet or exceed industry standards.
· Give bonuses and annual raises to reward good performance (Baum, 2019).
· Provide healthcare, pensions, and staff discounts.
· Offer paid overtime and more vacation time to improve work-life balance (Kim et al., 2016).
· Hotels that increased wages saw lower turnover and happier employees (Gursoy et al., 2008).
6.2 Improve Working Conditions and Flexibility
Long, irregular hours cause stress and burnout (Jung and Yoon, 2015). To make jobs more appealing:
· Use flexible scheduling to help workers balance personal and work life (Davidson et al., 2010).
· Let staff swap shifts using digital tools (HiJiffy, 2024).
· Build a positive workplace that supports teamwork and engagement (Gursoy et al., 2008).
· Flexible jobs improve employee satisfaction and reduce turnover (Baum, 2019).
6.3 Invest in Training and Career Development
Many workers leave because they see no future in hospitality (Davidson et al., 2010). To solve this:
· Offer training programs and certifications to help workers build skills (Kusluvan et al., 2010).
· Create clear career paths so employees know how to grow within the company. (Davidson et al., 2010).
· Partner with universities to recruit young talent (DePaul University, 2024).
· Training helps employees feel valued and improves retention (Gursoy et al., 2008).
6.4 Use Technology to Support Staff
Technology can reduce workload and make jobs easier. Businesses should:
· Use self-check-in kiosks and AI tools to handle simple tasks (El-Said et al., 2024).
· Offer digital training to help staff learn new skills (HiJiffy, 2024).
· While tech helps, it can’t replace human workers, especially in guest-facing roles (Kim et al., 2016).
6.5 Expanding Recruitment Strategies
· Hire international workers by asking for easier visa rules (AHLA, 2024).
· Focus on older workers, career changers, and people with disabilities (Lodging Magazine, 2024).
· Use social media and job sites to attract young talent (Hotel Dive, 2024).
· Give referral bonuses to staff who recommend new hires (Davidson et al., 2010).
6.6 Strengthening Employee Engagement and Retention
· Recognise and reward employees for their hard work (Davidson et al., 2010).
· Hold regular feedback sessions to hear staff concerns (Baum, 2019).
· Encourage open communication between staff and management (Gursoy et al., 2008).
· Happy employees lead to better job satisfaction and lower turnover (Kim et al., 2016).
6.7 Lobbying for Government Support
· Work with the government to get better immigration laws for hiring foreign workers (AHLA, 2024).
· Ask for government-funded training to help staff learn new skills.
· Push for tax incentives and subsidies for businesses that train their staff (DePaul University, 2024).
· This will help create a strong and stable workforce in hospitality.

Staff shortages in hospitality are a long-term problem, but businesses can fix this by offering better pay, good working conditions, proper training, and chances for career growth. Using technology, offering flexible work hours, and getting support from the government can help hotels build a strong and motivated team. Solving these issues won’t just reduce staff turnover but it will also make customer service better and help the business succeed.
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