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[bookmark: _Toc167095130]Abstract
The hotel and hospitality industry is grappling with a pressing issue of staffing shortages and labour challenges. These issues impede the efficiency of operations and undermine the level of service and guest experience. This paper delves into the problem of staffing shortages, evident in high turnover, seasonal variations, and compensation cuts, and discusses the underlying factors. The PESTEL analysis and the current industry initiatives, including job enforcement, training, and non-traditional staff models, will be used to evaluate policy and management performance considering current developments and future perspectives. The paper proposes comprehensive solutions, including active policies focusing on training and education, labour models, high compensation levels, social justice, and industry stakeholder support. These measures, if implemented, can effectively address the issue of critical staffing, and create a productive and sustainable workforce.
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[bookmark: _Toc167095131]Introduction
The hotel and hospitality sector is one of the dynamic and changeable fields known for its high-paced and flexible nature, but due to the development of the modern challenge of the lack of staff, the hotel sector has acquired a modern and urgent challenge. The issue is topical as a lack of staff influences different factors, including operational effectiveness, service quality, and the guest service experience in the hotel industry. The hotel and hospitality business is a field that includes multiple companies such as hotels and accommodation providers, hosts of events, restaurants and cafés, tourism companies, and many others. They are all based on the personal and professional levels to support high levels of services and satisfy the time and facilities of their guests. Some factors and trends include the lack of staff and labour-related problems that have become stronger during the last decade. 
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Firstly, working in hotels is known for its high worker turnover. This can be explained by the seasonal flow of demand, long hours of labour, and lower pay rates compared to other spheres. Thus, the lack of staff and labour-related problems are the major modern issues in the hotel and facility industries that might impact the ability to provide clients with high-quality, cost-effective services (Tan et al., 2020). With the active competition in the market and high requirements for services in different forms, the hospitality sector cannot rely entirely on professional demand. Finding a member who can serve as the most qualified expert is tricky. Hotel and hospitality industries face several challenges in hiring and retaining skilled labour. These shortages have made it harder to stay operational and offer services of the highest quality. Understaffed vital positions, high turnover, temporariness, oval rates, long hours, and low wages exhibit shortages. The first and most critical problem is the scarcity of skilled labour. The chief reason for this issue is the many diversifying factors that require specialised skills. 
For instance, a chef, concierge, or even a good planner requires specialised skills. Such diversification offers new ventures that require specialised people. Because of inadequate training, there is a sufficient number of prepared people with such specialised skills. So, several companies work under compulsion because of a lack of skilled labour (Chen and Chiu, 2020). The nature of the hospitality sector prevents various professions from achieving a long-term career in the same field. Many specialists seek other jobs due to higher pay, better working conditions, or career development opportunities. All this significantly increases the need for hiring and training personnel, complicates business processes, increases operational costs for hiring new specialists and training new employees, and causes productivity loss. 
The seasonality of the labour market is an additional factor that increases the complexity of the labour situation in the hotel and hospitality industries. Businesses in the sector are characterised by peak activity periods, such as holidays, festivals, or tourist seasons. In contrast, off-peak service demand significantly drops (Song and Park, 2020). Most businesses must lay off personnel during the offseason to reduce operational costs. To address the issue, firms need to design a labour force model that would allow for quick and efficient scale-up and scale-down of the workforce concerning demand fluctuations. Hospitality has a long-standing concern about labour shortages. Specifically, the industry’s long hours and somewhat low pay have made it difficult to find or retain qualified and compatible personnel. 
Many jobs entail employees working odd hours, such as evenings, weekends, and holidays, making them less appealing to specialists looking for work-life balance. Additionally, the sector consistently paid wages below those of alternative fields, especially for entry-level work. That has dissuaded people from pursuing paths in hospitality or driven away existing talent (Lee and Kim, 2020). As a result, addressing the situation would necessitate a multi-faceted approach encompassing various recruitment, retention, and labour force methodologies. Employers must invest in methods to recruit them, including competitive compensation, substantial benefits, prospects, and job growth (Bakar et al., 2020). They cultivate a good working culture, preserve good worker morale, provide staff with more excellent scheduling alternatives, and give personnel more access to retaining workers. Hotels can also help alleviate the hospitality industry’s acute labour shortage by developing novel labour-sourcing techniques.
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PESTLE analysis
Political Factors: Political factors are also related to the external environment, including government policies, legislation, and the possibility of radical reforms or revolutions. They potentially affect the hotel and hospitality industry due to labour market change and direct influence on the staffing process (Park and Jung, 2020). For instance, if the policies are developed in such a way that immigration is complicated, people from other countries cannot apply for vacancies, leading to the aggravation of staff shortages. If government measures such as subsidies or other programs are developed to promote the workforce, the situation will improve (Chiang et al., 2020). 
Economic Factors: Economic factors are related to demand and supply, including increased demand for goods and services, employment and wage level. For instance, weak economic conditions imply that many people are laid off and the number of vacancies is reduced, so many businesses find hiring difficult (Miao et al., 2019). 
Social Factors: Social factors are related to the country’s cultural and demographical peculiarities that may influence the workforce. For example, an increasing number of millennials and Z-millennials population do not want to smell money from their salary. Most people, at least in the United States, do not consider living life in the 20’s.
Technological Factors: Technological changes. Technology changes refer to the influencing of how technology affects business and consumers. Technology has changed how businesses work, and so are their workforce needs and skills (Liu et al., 2021). Most activities have been influenced by automation, AI, digital platforms, and e-commerce, which has resulted in less manual labour. Still, it has created new jobs, especially in aspects like experience, data, digital, marketing, etc. All hotels and hospitality businesses need continuous and on-the-job staff training and upskilling as it affects the job and company. 
Environmental Factors: Environmental factors relate to a business's sustainability issues, ecological changes or issues, and environmental consciousness or sustainability issues. Society is moving towards a more sustainable business model and decision-making. 
Legal Factors: Legal changes require businesses to consider relevant legal requirements. All hotels and hospitality businesses need to consider when making decisions. Generally, the aspect includes employment laws and labour stipulations, safety/cleanliness, working conditions, and other employees’ rights (Gao et al., 2019). Businesses should work towards ensuring that they are away from penalties, fines, and business incurrence of business possession and financial losses. Moreover, changes and legal requirements should be relevant to the industry as well.
Industry Responses to Staff Shortages
There are several responses to staff shortages and labour obstacles in the hotel and hospitality sector. Hotels and other tourism providers have put various actions in place to attract, keep, and expand high-quality personnel. The industry has continued attracting potential candidates from multiple sources, including local communities, schools, and regional and international markets (Espino-Rodríguez et al., 2020). For example, some essential recruiting methods employed the Bakerloo postcodes throughout the UK to encourage individuals to fill necessary jobs. They have also tried to keep personnel longer by giving them desirable conveyances and bonuses such as increased pay and benefits (Yang and Ahn, 2020). As a result, turnover rates would decrease as employee enthusiasm, job satisfaction, and desire to pursue new positions improve. Hotels and other hospitality companies have promoted work-life balance for personnel and offered them more control over their hours while catering to their employees' different needs and qualifications. Depending on individual priorities and schedules, these might include telecommuting, flex time, and part-time schedules (Golinowska et al., 2019).
Hotels and hospitality businesses are increasingly investing in training and development programs to upgrade their existing staff’s skills and promise growth. One example may be on-the-job training for a managerial development workshop on skills and managerial development workshops or a working opportunity in another department. Such programs help the twin employee’s development and progress processes in equating job satisfaction and productivity and have motivated retention rates (Kim et al., 2021). Hence, various hotels and hospitality businesses have either outsourced functions that do not focus on other functions or automated repetitive duties. Examples include outsourcing of booking housekeeping and laundry facilities to centralised exterior companies and having the same function. Automation technologies were also introduced, and self-check-in kiosks and automated systems for getting food to the guest room were used to speed up operations and reduce the human attendance function. These functions are debatable because of the possibility of changing employees’ roles and altering how a guest experiences the service (Sharma et al., 2020). Staff well-being reasoning is primary to overall employee production and satisfaction. Many hotels and hospitality businesses have decisions for their employees’ physical, emotional, and intellectual health (Benitez-Amando et al., 2019). These jets include funds for your supporter with qualified health and mental health support systems, fully furnished gymnasium mum and wellness zones, and tension reduction workshops.
The other primary driver influencing most businesses to consider transforming is using alternative staffing models. The ultimate goal of this driver is to mitigate the risk of seasonality by using scaling staffing models for fluctuating demand when it comes to the number of skilled personnel on payroll (Fernando et al., 2019). For example, most hotels and other hospitality businesses are already implementing, if not using, gig economy platforms to hire temporary on-demand labour for a limited number of days or peak hours. The primary objective of this staffing model is to achieve flexibility and avoid the burden of a full-time labour cost. 
On the contrary, most people value collaborative staffing because it eliminates the fixed labour cost. Specifically, this includes grouping similar people who work for several properties with multiple downtime risks or the optimal utilisation of the current workforce for several properties (Zhang et al., 2020). However, both hotels and other players in the sector have also used staff development and up-skilling to increase the quality of a broad workforce base, including the range of lack of staff and labour related to the selection of a pool of talents from current employees and the realignment of skills in current trends or knowledge. 
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Typically, hotels and other hotel businesses have already taught their employees computer classes, interactions with diverse cultures, efficient use of environment and human-made resources, customer service, and report writing. The others are finalising competition between hotels and other businesses in this sector as a recruitment strategy, such as employee training and development programs. Companies must be willing to train their current employees to retain them (Bowen and Guo, 2019). This will boost their understanding, morale, and job performance skills. The four stores will train their employees in customer services, digital skills, and cultural experience to make them responsive amidst profound environmental and learning changes. 
Finally, various flexible work arrangements attract and retain needy pools of labour. These include remote working, job sharing, flexible hours of work, direct reports, and other contingent labour pools, among others. They also increase autonomy and work professionalism based on churn and job dissatisfaction. Hotels will adjust their offer to the catching-up trends in the sector (D'Annunzio-Green et al., 2020). Consulting records should be a key measure for forecasting and deciding the number of workers. Hotels should consult open data records, correlate them with real-time data, and forecast demand. As demonstrated above, proactive measures enable businesses to plan for job fluctuations and leverage adequate staffing levels. 
It is also an advantage in that it reduces the impact of seasonality, increasing labour utilisation efficiency among businesses. Management should actively institute and enforce diversity policies to establish inclusive work environments that broaden corporate horizons. Hotels and hospitality businesses must address several best practices to restructure the work landscape and reduce talent and execution risks.  Then, there is the opportunity to implement diverse and inclusive initiatives that target other genders, ethnicities, ages, and abilities in hiring and retaining workers. The first step in this effort is to begin offering diversity training to lay the foundation for employee resource groups and, from there, develop comprehensive plans and practices (Dwyer and Kim, 2019). 
Companies operating inclusively and with diversity can create an environment of imagination, invention, and worker empowerment that produces more enduring and robust personnel. In this way, hotels and the hospitality sector must cultivate more direct relationships with educational institutions to address the more long-term issues of skill availability and demand. This could be done by funding apprenticeship opportunities and allowing students access to internships, scholarships, and curriculum development. Business partners honourably integrated with the education system to hire students and attract future personnel are more likely to increase the number of students ready to work in the field and to shape industry needs for a more desirable labour market in the future. 
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Finally, hotels and the rest of the hospitality industry should strive to alter the current labour laws or the business framework. The industry’s condition is prone to dynamic patterns and busy schedules characterised by long working hours and little income, making the system complex. However, it is through strategic intervention and feedback that the industry will address the issue and set the stage towards an approaching stand workforce. The PESTEL analysis on the report’s application showed that the challenge is driven by political, economic, social, technological, environmental, and legal issues. The industry refining mechanisms in the discussed response and the implication of the industry can be seen from the concussion. It includes the following employers required to invest in methods to deliver them: aggressive compensation, substantial benefits, possibilities, and job growth. The approach is to maintain a more appealing place of work, maintain strong worker morale, give personnel more scheduling possibilities to retain staff and increase accessibility to accessible workers. Hotels can also help the hospitality industry address the acute labour shortage through new work-sourcing tactics.
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