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[bookmark: _Toc212542324]Abstract
The research develops the problem of staff shortage in the Leonardo Hotel Croydon, its causes, effects to the operations, and how that may be addressed. The hospitality industry UK, especially in the post post-Brexit and post-COVID-19 era is extremely short of labour, thus it has greatly impacted the management of service delivery in the operations. In the study, the case study is Leonardo Hotel Croydon, where the broader trends are examined in terms of their impact on the staffing problems in the hotel and the effects thereafter on the daily operations.
The major aims of the paper are to determine the factors leading to staff shortages in Leonardo Hotel Croydon, determines the operational implication and to offer practical recommendations to enhance the stability in workforce. Based on the analysis of the sources of secondary processes, industry reports and also related cases, the research reveals that the staffing crisis has been caused by the restriction of labour mobility as a result of Brexit, the mass exodus of workers as a result of the pandemic, and industry-specific factors like low wages and high turnover rates. The problem is further worsened by the fact that hospitality work is an extremely stressful field, with long working hours, physically demanding activities, and burnout, which has resulted in low morale among employees.
The research determines the effects of understaffing at Leonardo Hotel Croydon to be wide-ranged. The main effects of operations are reduced efficiency because the remaining employees will have to assume more responsibilities, which will cause delays in service delivery and errors. Employee stress and burnout are also serious problems, as workers have an increased amount of work and are working more hours, which leads to a low level of job satisfaction and an increase in turnover rates. Also, the quality of services is compromised because employees overwhelmed with work can hardly deliver to the expectations of the guests. This, on the other hand, impacts negatively on the management’s reputation, and the ultimate overall performance.
The study also examines the impact of current practices of staffing on the stability of workforce with special emphasis laid on the recruitment, onboarding, and development of staff. It advises the adoption of better recruitment plans, provision of career growth, and good working practices with balancing as a way of improving retention in the employees. To remove the issue of staffing shortage, the paper highlights the importance of technology adoption, where AI-based customer service solutions, workforce management software, and automation tools could be suggested to decrease the number of staff members and simplify the processes in the company.
Further, this study emphasises that a multi-dimensional approach should be used to resolve the problem of staffing shortages. These encompass the enhancement of recruitment and retention policies, technology investment, and putting a strong emphasis on the welfare of employees. The paper gives some practical suggestions that Leonardo Hotel Croydon can adopt to improve workforce stability such as the optimization of scheduling systems, competitive compensation, and employee development programs. Further studies need to be conducted on how these recommendations could be implemented in medium-sized hotels, and how understaffing during the long-term affects the performance and health of the workforce in the organization.
The finding of the research are relevant to further comprehension of the issue of staffing in the hospitality sector and valuable comments to the services of the hotel, striving to improve the efficiency of operations and overall level of satisfaction of the employees.
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[bookmark: _Toc212542325]Chapter One: Introduction
[bookmark: _Toc212542326]Background
The hospitality industry in the UK in particular has been going through numerous challenges over the recent years such as the severe issue of shortages in the workforce. Brexit and the post-COVID-19 effects have only exacerbated this by causing a major impact on recruitment and retention in the sphere (Hildreth, 2025). In this regard, Leonardo Hotel Croydon will be a case study through which these staffing concerns and implications on the operations will be discussed. Leonardo Hotels is a well-known brand that is established in the hospitality industry and is founded on the provision of quality services to clients. The hotel is located at Croydon, which is one of the key business locations in South London and therefore has a large number of clients, business travellers and tourists (Collis & Hussey, 2014). Nevertheless, just like most organisations within the hospitality sector, Leonardo Hotel Croydon has had a significant shortage of workforce which has touched on its operations and service delivery.
The significant challenge of this research project is to know the decsription of such staff shortages in the Leonardo Hotel, Croydon, and examine the consequences of these on the day-to-day managing the hotel(Saunders, Lewis & Thornhill, 2012). The existing work aims to determine the effect of understaffing on the level of operational efficiency, the well-being of the employees, and the quality of the services (Senek et al., 2022). Moreover, the study will examine the current staffing experience in the hotel to understand whether the practice is a source of the problem and how the problem can be solved.
This study is significant because the hospitality industry continues to contend with the shortage of labour and the repercussions of the world events. The problem of staffing is not unique to the requirements of a single hotel as it is also present throughout the hospitality sector providing the skilled and stable management required to maintain the quality of provided services at the high level (Wei et al., 2024). The given research, by critically analyzing the problem of staffing of the Leonardo Hotel Croydon, will contribute to valuable input, which can assist the hotel management in handling the issues more effectively and making the overall performance of the hotel more efficient (Cottrell, 2014). According to this specific scenario, the research will offer practical suggestions to improve employee retention and streamline the operations of the hotels in the setting of incessant gaps in the workforce.
[bookmark: _Toc212542327]Research Aim
This study aims to investigate the causes of staff shortages at Leonardo Hotel, Croydon, assess their implications for operations, and propose practical strategies to address the issue.
[bookmark: _Toc212542328]Objectives
· To identify the main factors contributing to staff shortages through literature, industry reports, and case studies.
· To examine the operational impact of staff shortages on workload, efficiency, and employee well-being.
· To evaluate how existing staffing practices influence workforce stability.
· To provide evidence-based recommendations for management to improve recruitment, retention, and operational efficiency.
[bookmark: _Toc212542329]Chapter Two: Literature Review
[bookmark: _Toc212542330]The Changes due to Brexit and COVID-19 on Workforce
Brexit and the COVID-19 era have significantly impacted the sector of hospitality in the UK by causing staff shortages. Schimmelfennig (2021) believed that the departure of the UK considering the European Union resulted in a great decrease in the number of workers offered by the EU countries, which traditionally contributed a huge percentage of the workforce in hospitality. This labour mobility limitation made the prevailing staffing problems, especially within the hospitality industry, which is predominantly dependent on migrant workers, even worse (Veal, 2006). These issues worsened because of the COVID-19 pandemic, as temporary shutdowns, furloughs, and the halt of international travel, among other factors, caused a workers' mass exodus in the industry. Bajrami et al. (2021) discussed how the pandemic decreased the quantity of workers, not only that, but also caused the attitude of employees to change significantly, as many of them prefer to move out of the hospitality industry to other sectors that seem more resistant to the pandemic. All these combined have led to the current staff shortage in the UK's hospitality sector, such as hotels, such as the Leonardo Hotel Croydon(Bryman, 2008).
[bookmark: _Toc212542331]Staff Shortages in Hospitality
The issues of staff shortage within the sector is not a new concept, as it has been implicated in numerous studies from last few years, especially in the hotel and restaurant sectors. According to Innerhofer, Nasta and Zehrer (2022), underlying factors of these shortages are usually low wages, high turnover rates and that it is a seasonal industry. Research has demonstrated that the hotel industry is facing difficulty retaining employees because of the identifying the demanding system of the services and the abnormal working hours. Moreover, the hospitality employees are usually not provided with good career growth, discouraging long-term practice (Cottrell, 2011). An augmenting requirement of skilled labour has added to this problem since the hospitality industry remains recovering after the pandemic, creating a competitive labour market. The lack of skilled and trained personnel puts a lot of strain on the hotel's daily operations, leading to disruption of services and reduced satisfaction among the guests (Denscombe, 2010).
[bookmark: _Toc212542332]Technological Influence
Technology has been viewed as the way out of staffing shortages within the hotel sector. Ivanov et al. (2020) explained that automation and computerised devices are being introduced in the hotel sector to reduce human labour use. It has been reported that introducing self-check-in services, automated room services, and AI-driven customer service machines has helped reduce the workload of already overburdened staff, especially in repetitive or time-intensive tasks (Diamantopoulos & Schlegelmilch, 2002). In addition, workforce management software and scheduling systems have been used to ensure hotel managers optimise the workforce, so that the right number of employees are scheduled to cater to demand (Greetham, 2014). Although these technologies have the benefit of efficiency in their operations, they also assist in reducing the adverse effects of staffing shortages. Nevertheless, other researchers have observed that the efficiency of such technologies may be reduced by the digital incompetence of the personnel and unwillingness to embrace technological innovation, particularly in work-intensive industries such as hospitality (Arias-Pérez and Vélez-Jaramillo, 2022).
[bookmark: _Toc212542333]Employee Well-being and Workload
Employee well-being concerning staffing shortages is one of the significant challenges in the hospitality services. Research has identified that workloads cause stress and inefficiencies and lower job management due to understaffing (Abd Hadi et al., 2023). Specifically, hotel workforce is frequently called upon to do more work and work longer hours to cover the worker shortage, which may have severe effects on their physical and mental conditions. According to Yaraghi et al. (2024), the consequences of such stress in the long run may result in an increased turnover and decreased employee morale, further worsening the staffing issue. Moreover, the quality of service to guests is also affected by understaffing since highly overworked employees cannot deliver high service standards as customers expect (Grbich, 2006). 
[bookmark: _Toc212542334]Possible Outcomes and Effective Practices
There are a different solutions and effective practices that are applied to solve staffing shortages in the hospitality services according to the resources. Mishra (2024) mentions the necessity of improving recruitment and retention through more efficient training programs, career development and employee engagement strategies. Hotels with good career development opportunities, including good remuneration and career advancement, are less likely to be written off (Marshall, 2015). Also, organising employees with benefits like flexible schedules and mental health assistance will greatly enhance job satisfaction and lessen burnout. As previously noted, technology is also important in helping lessen the staffing load. According to Yilmazdogan, (2024), hotels that invest in workforce management systems, staff wellness programs, and automation have a higher chance of coping effectively with staffing shortages. The positive contribution of good leadership and positive work culture to employee retention has been present in other studies, where it is established that motivated services to help a hotel succeed in the long term (McGiven, 2006).
[bookmark: _Toc212542335]Gaps in Current Research
Although the study on the issue of lack of staff members in hospitality is extensive and widespread, there is still a gap in the research that would specifically relate to the peculiarities of the issue experienced by single hotels, including Leonardo Hotel Croydon (Pallant, 2010). Although wider industry reports and scholarly literature address the general trends, there is no study involving a narrow case study, especially on how staffing shortages can be addressed at the functional level within a given hotel environment (Popely and Uhlir, 2023). Numerous studies emphasise the importance of technology in addressing the staff shortage, but no studies have investigated the feasibility of application and the obstacles to technology adoption in medium-sized hotels (Robson, 2016). Also, though the existing literature offers useful information about the well-being of employees, further studies about the effect of understaffing on the physical and mental fitness of employees in high-demand work settings, such as hotels, are necessary (Silverman, 2011). The research also manages the gaps with respect to the particular case of Leonardo Hotel Croydon and understanding how it addresses the staffing shortage and how this affects the hotel's operations (Yin, 2003).
[bookmark: _Toc212542336]Chapter Three: Methodology
[bookmark: _Toc212542337]Research Approach
The research uses a secondary qualitative study that uses available academic resources, industry reports, and cases to understand the lack of staff at Leonardo Hotel Croydon (Priya, 2021). The case study research method is rather appropriate as it allows studying a specific phenomenon, i.e., the staffing problem, in a definite setting (Cleland et al., 2021). Case study manages the researcher to focus on the exact scenario of Leonardo Hotel Croydon that will yield practical information that can be applicable in the current situation in the hotel services.
[bookmark: _Toc212542338]Data Collection Processes
This study uses secondary sources that include academic journals, e-books, industrial related reports and case studies as a source of data (Martinsuo and Huemann, 2021). These sources will provide much information concerning the current staffing situation of the hospitality industry in the UK, particularly following the issues of Brexit and the COVID-19 era. The descriptions and effects of staffing shortages in the hospitality services will be provided through peer-reviewed information in the form of academic journals and through books, theoretical insights, and a broader scope of the discussions of the issues in the industry (Ghani et al., 2022). The current data-driven proecsses on the trends and staffing issues will be obtained from industry reports, especially the impact of Brexit and COVID-19, including those provided by the UK Hospitality Association(Obogo and Adedoyin, 2021). Moreover, the available case studies of other hotels and hospitality companies will be applied to compare and determine the best practices to mitigate staffing shortages. With all these sources combined, the research will be able to have a full picture of the issue, both theoretically and practically.
[bookmark: _Toc212542339]Data Analysis Method
Thematic analysis is considered the main means of data analysis in this study. This method will provide the opportunity to conduct methodical analysis of qualitative data, which will allow defining important themes, patterns, and trends found in various sources of information (Christou, 2022). Thematic analysis will be performed management of the data to identify the key concepts related to the issue of staffing shortages, employee welfare, operational effectiveness, and recruitment strategies. These themes will be coded and classified and will offer the description of the primary issues that the literature and case studies used (Muir, 2023). Once the themes are identified, they will be discussed against the research questions to provide a clue about the cause and effects of staff shortages in Leonardo Hotel Croydon. The analysis will also assist in revealing the services effects of these shortages, especially on the workload of employees, service quality, and efficiency (Ahmed et al., 2025). The final objective of the thematic analysis is to develop a list of actionable recommendations based on the patterns and insights described in the data.
[bookmark: _Toc212542340]Limitations
The consideration of secondary data is also one of the significant limitation of this study, as secondary data is not as deep and specific as primary research (Fleischer and Khalil, 2023). Given that the study will not require gathering original data on hotel employees or management, the results will be pre-existing, which will not necessarily reflect the entire range of the problems at Leonardo Hotel Croydon. Also, secondary data can have built-in bias based on the views and approaches of the original authors, and as such, this may not apply to the context of Leonardo Hotel Croydon (Roach, 2024). The second weakness is the possibility of lapses in the available literature, particularly in the specific case studies of hotels such as Leonardo Hotel Croydon. Much of the available literature broadly deals with industry trends or looks at the problem of staffing shortages in general, which does not possibly reflect the specific issues affecting this particular hotel. Since there is no primary data on employees and the management of Leonardo Hotel Croydon, there is also the possibility that the research might not cover all areas of the operational impact of staff shortages (Cerar et al., 2021). Nevertheless, the differences in the multiple secondary sources enhances the effectiveness and comprehensiveness of the results.
[bookmark: _Toc212542341]Ethical Considerations
Though secondary data is utilised in the study, ethical considerations are effective in determining the integrity and credibility of the research. According to referencing, it will be observed during the research process to credit the original authors of the resources used (Zabed and Qi, 2022). Any secondary data employed in the analysis will be properly referenced to prevent plagiarism and promote academic integrity. Also, the study will ensure that the sources are reliable and pertinent, based on peer-reviewed academic journals, reliable industry reports, and other credible sources (Hasan, 2021). Ethical concerns associated with data utilisation, including respecting the intellectual property rights and not misrepresenting the original research, will be strongly followed in the work.


[bookmark: _Toc212542342]Chapter Four: Finding and Discussion
[bookmark: _Toc212542343]Staff Shortages at Leonardo Hotel Croydon
There are different causes of staff shortages seen in the consideration of the operations at Leonardo Hotel Croydon. The causes are critically attributed towards different processes of interconnected factors, such as the emergence of Brexit, the emergence of the COVID-19 era, and also some sort of change in the longstanding industry trends. The description of the UK from the European Union seems to be reducing the availability of diverse workers from EU countries (Hasnat, 2021). There are differences in the traditions for making effective values of a significant portion of the hospitality workforce. The restriction allows labour mobility to offer immediate responses and pronounced value to the fulfilment of the impact on the level of staffing. For example, Innerhofer et al. (2024) defined that the services in the hotels like Leonardo Croydon also face some related difficulties in managing the positions which are previously associated with the fulfilment of the labour pool. The situation allows management of the hotel to reconsider the recruitment strategies with the application of the different labour market. Piso (2022) presented that the emergence of the COVID-19 pandemic also imposes different issues in the hospitality sector. It imposes difficulties in managing the staffing management system. The era of the pandemic has led towards the temporary shutdowns of services, where the triggered system in large numbers of employees has seen a lack of management as unstable and less effective for the health crises (Filip et al., 2022). 
The services of the hospitality services have incorporated the management of a sharp decline in staff numbers, where the hotel has struggled to rehire and retain the skilled and talented workforce (Yilmazdogan, 2024). The era of the pandemic has altered employee attitudes to fulfil the hospitality roles while increasing the possible return to the management of the related environment in the industry (Guerrieri et al., 2022). Apart from the macroeconomic shocks, there are broader industry trends contributing to the staff shortages. Similarly Wei et al. (2024) reported that the hospitality sector is provided with low wages, higher rates of turnover, and seasonality, which are factors offered to hotels. The Leonardo Hotel works in a competitive market, which faces large numbers of challenges in fulfilling the demand and providing irregular hours with long-term commitment. There is a lack of an attractive career development system, which maintains the difficulties in employee retention and a lack of maintenance of a stable and skilled system in the hotel industry (Almeyda-Ibáñez and George, 2017). There is an increasing demand for specialised and skilled labour in the hotel industry, which needs effective recovery from the era of the pandemic (Hasnat, 2021). There is a competitive pressure for improvements in the service quality and operational management at the services of Leonardo Hotel Croydon to meet the desires of workforce and within the training processes. The hotel is also associated with a medium-sized system within the specific location of Croydon that offers limited access to a broader management of the labour pool as compared to larger chains in the UK hotels. Innerhofer et al. (2024) mentioned that the potential possibilities of shortages provide an understanding of the emerging complexity in the operations of Leonardo Hotel Croydon in fulfilling the need for tailored and context-specific interventions in the competitive landscape.
[bookmark: _Toc212542344]Significant Operational Impacts of Staff Shortages 
[bookmark: _Toc212542345]Decreased Operational Efficiency
Among the most apparent and intense effects of the staff shortage, one must single out a decrease in the overall efficiency of hotel activities (Xue et al., 2022). When the number of personnel who can perform tasks reduces, the employees left have more work to do. For example, a hotel that demands its staff to fulfil check-ins, housekeeping, maintenance, and food and beverage services requires many personnel to ensure the operations run smoothly (Khan, 2024). Since there are fewer employees to look after these duties, delays and bottlenecks will occur. Employees might be forced to work across various functions and thus be prone to making mistakes and inefficiencies (Rana and Meena, 2025). This will cause the time of check-in and out to be slower, the wait time of room service to be longer, and housekeeping may also take longer at Leonardo Hotel Croydon. Such inefficiencies may harm the experience of the guests and may result in their dissatisfaction and, consequently, reduced ratings and reviews, which may harm the hotel's reputation and long-term business performance (Wang et al., 2023).
[bookmark: _Toc212542346]Increased Employee Workload and Stress
The issue of staff shortages impacts the efficiency of the company's operations and puts the remaining staff under great load (Ivanov and Dolgui, 2022). When there are not enough people to do the work, there is a tendency for the employees to have extra shifts or more responsibilities. This workload may cause stress, burnout, and fatigue, particularly when working in the physically demanding hotel setting. It has also been found that due to overworking and pressure, employees deliver work of reduced quality and their job satisfaction (Grobelna, 2020). For example, the workers of Leonardo Hotel Croydon can be forced to work overtime without proper rest, which causes physical and mental fatigue. This pressure is also enhanced by the fact that one is not sure about the level of staffing, which may foster an environment of insecurity and frustration (Lv et al., 2022). This pressure can also increase turnover rates, as workers will want to work in less stressful conditions, which will further worsen the staffing problem.
[bookmark: _Toc212542347]Compromised Service Quality
Among the most severe consequences of staff shortages is the direct influence on the managing performances. The hospitality sector is constructed to provide an excellent guest experience, and loss of employees means that this cannot be done consistently (Bichler et al., 2021). For example, it can be seen that in a hotel, when the staff is overloaded with work, personalised service to each guest is more challenging. The housekeeping might not be able to service the rooms in time, resulting in unsatisfied customers (Dongmei Zha et al., 2023). Similarly, the shortage of front-desk staff can result in a guest wasting much time before being served or checked in. The guests also get the chance to take longer time before the restaurants or any food services in the hotel can provide them with food or drinks (Safitri et al., 2023). Shortages in staff are directly impacting satisfaction to the guests due to failures in service that are due to shortages.
[bookmark: _Toc212542348]Employee Morale and Turnover
The second effect of understaffing in the operations of Leonardo Hotel Croydon is the effect it has on the morale of the workers. The smaller the amount of tasks that the employees are exposed to and are left to do on their own the less satisfied they would be with the job (JUDGE et al., 2023). The employees may feel that they are not rewarded on their worth, whether the pay or in the form of appreciation. This forms disengagement, lack of motivation and a reduction in general morale. Moreover, these low morale rates are also the results of the increased rates of turnover (Silva et al., 2022). Stressed workforce who feel unappreciated by management tend to take jobs elsewhere, which adds to employee shortages.
[bookmark: _Toc212542349]Staffing Practices 
[bookmark: _Toc212542350]Recruitment and Onboarding Strategies
The performance of recruitment is an essential point of workforce stability. Recruitment of employees who suit the hotel culture and working conditions is a practice that is critical when it comes to long-term retention of employees. At Leonardo Hotel Croydon, a strategic recruitment strategy could be grounded on the choice of individuals who are not only talented but also willing to work in the hospitality industry because of the specifics and benefits. This means that the criteria of the selection of people who are not only able but personally interested in the field of work in the area of customer service and who share the values of the hotel brand is used (Rijal, 2022). Moreover, an effective and complete onboarding process may precondition the success of the employee. Early turnover can be reduced by management's expectations and orientation of new employees on how the hotel works. They are expected to orient new employees to their jobs through proper support, mentorship and a channel of learning how to cope with the job demands.
[bookmark: _Toc212542351]Employee Development and Career Advancement
Another important workforce stability measure is the provision of career development opportunities. Employees who feel they have room to develop in the organisation will likely stick with their jobs. The implemented career progression schemes will benefit Leonardo Hotel Croydon, as they can offer obvious promotion or lateral moves to other units. It is important to have training programs that help develop technical skills and soft skills like leadership, teamwork, and communication, which are all important in developing an engaged and competent workforce (Çavuş et al., 2025). Workers provided with the means to improve their skills feel appreciated and would be willing to stay within the organisation. Moreover, leadership development programs may be applied to discover and develop potential leaders among the employees, such that the workforce will not rely on external recruitment to fill higher-level jobs.
[bookmark: _Toc212542352]Work-Life Balance and Employee Well-being
Workforce stability is important in ensuring that employees have a healthy work-life balance. Working long hours and in a high-pressure environment may result in burnout, particularly in the hospitality industry. In Leonardo Hotel Croydon, the work-life balance can be encouraged by allowing the employees to have flexible work schedules, time-offs and wellness programs to reduce stress and enhance retention (Koniari, 2020). Well-being programs that help with mental health, stress management and gym memberships can also play a huge part in making employees happy. One that experiences a well-rounded and nurtured workforce will remain with the firm, resulting in less turnover and more stability.
[bookmark: _Toc212542353]Competitive Compensation and Recognition
Competitive salaries and benefits are among the major issues in attracting and maintaining workers. The compensation packages at Leonardo Hotel Croydon should be set according to industry standards, and employees should be compensated based on their efforts and dedication (Vic Benuyenah, 2024). Competitive remuneration should be used with recognition programs to acknowledge the employees for their effort. The performance reviews and recognition of superior work in a public way can be used regularly to motivate workers, make the working conditions positive, and foster loyalty.
[bookmark: _Toc212542354]The Role of Technology in Reducing Staffing Challenges
[bookmark: _Toc212542355]Automation of Routine Tasks
Among the greatest investments in technology in hospitality is the automation of routine and time-consuming activities. In Leonardo Hotel Croydon, self-check-in kiosks, automated room assignment systems, and digital key cards will help reduce the number of employees at the front desk during peak times (Ravichandra et al., 2024). These systems enable guests to check in easily without involving a staff member, leaving the employees with more personalised duties that do not involve human interaction.
[bookmark: _Toc212542356]Workforce Management and Scheduling
Workforce management is also important in case of staffing shortages. Technology has facilitated the application of sophisticated scheduling and workforce management systems, optimising the number of staff according to the forecasted need. Other systems, such as automatic scheduling software, can forecast when the hotel is in demand and ensure that the hotel is well-staffed at all times to prevent understaffing during peak periods (Ghosh et al., 2024). It is also possible to avoid overworking the staff with such systems and enhance the work-life balance, because the employees are more predictable regarding schedules. Moreover, mobile applications that enable employees to check their shifts, swap them, and get instantaneous updates may help to enhance communication and minimise scheduling complications.
[bookmark: _Toc212542357]AI-Powered Customer Service
Another innovative solution that will decrease staffing pressures is artificial intelligence (AI), which will help complete customer service tasks. Artificial intelligence-based chatbots and virtual assistants will be able to address guest requests, bookings, and even room service, eliminating the necessity to use human resources. This is because these technologies are accessible 24/7, meaning that the guest can respond instantly to his or her needs, and the hotel staff can work on tasks of a higher level requiring human judgment. AI can also analyse data on the guest to personalise service, including suggesting amenities or services using previous preferences (Vashishth et al., 2024). This helps improve the guest experience and makes hotel operations easier since processes that would have needed further human intervention are automated.
[bookmark: _Toc212542358]Employee Training and Support
Technology may be a significant factor in training employees, making the developing of skills less time-consuming and effort-intensive. Leonardo Hotel Croydon can use e-learning sites and online training material to achieve continuous employee education, especially when implementing new systems or activities (Silva I et al., 2022). The online modules may include customer service, health and safety procedures, and so on, so that an employee is equipped with the knowledge that would make them fulfil their responsibilities effectively. Also, staff well-being can be supported with the help of wellness applications, stress management systems, and real-time feedback systems that can ensure healthy working conditions and prevent burnout. The hotel can use technology to enhance its employees, which will help create a more robust and contented workforce.
[bookmark: _Toc212542359]The Well-Being of the Employee with Job Satisfaction
[bookmark: _Toc212542360]Workload and Stress 
Workload is significant factor managing the employee's well-being at Leonardo Hotel Croydon. When the personnel is low, the remaining employees are expected to assume additional responsibilities, hence getting stressed. Physical and mental exhaustion may be caused by long working hours, lack of breaks and a stressful environment. This may eventually result in burnout, adversely affecting the employee's performance in doing his or her work efficiently and with passion. Employee well-being programs are the only way to overcome such effects (Ali et al., 2024). Helping in the kind of help such as mental health services, workshops on stress management and sufficient rest time could help workers in negotiating their working load and burnout at Leonardo Hotel Croydon. The other principle that can be employed is the balanced approach to staffing i.e. ensuring that the number of staff needed to undertake the work is enough when the level of work is high for reducing the level of work needed per staff and hence ensure that they enjoy good welfare.

[bookmark: _Toc212542361]Work-Life Balances
A consideration of work-life balance is the other factor that is significant to the well-being of employees. Flexible working hours, which give the workers time when they are required and when they have ample time to work are critical to the well-being of their brains and bodies (Kossek et al., 2021). Leonardo Hotel Croydon can enhance employee retention and morale by providing them with benefits like paid time off, mental health days, and flexible working environments, ultimately boosting employee morale and leading to better quality services offered to the guests.
[bookmark: _Toc212542362]The Efficient Staff Practices with Strategic Recommendations
[bookmark: _Toc212542363]Recruitment and Retention Strategies
Among the strategies that will be proposed to increase the stability of staffing at Leonardo Hotel Croydon is enhancing the strategies involved in the recruitment and retention of employees. The hotel should consider offering competent employees attractive pay, benefits, as well as career advancement in order to attract them. It can also be enhanced by increasing the rate of the retention team through delivering a comprehensive onboarding program to new workers, helping them to adapt to the work and find their niche in the most productive way (El-Said and Aziz, 2022). Furthermore, retention can be enhanced by establishing a favourable working environment in which employees feel appreciated and empowered by rewards and having their careers built. Retention can also be achieved by introducing mentorship programs, whereby the senior employees mentor new hires to provide them with a friendly and involving working environment.
[bookmark: _Toc212542364]Optimising Workforce Scheduling
A proper workforce scheduling mechanism is critical in addressing issues related to a lack of workforce. Leonardo Hotel Croydon needs to invest in new state-of-the-art scheduling software, which considers the aspects of demand forecasting and staff availability (Agarwal et al., 2021). This will not only make the staffing level as high as possible and reduce the chances of overwork and burnout among the staff members but also make sure that the hotel is able to run as necessary. More control of shifts can also be used to enhance and increase employee satisfaction and turnover, through the use of mobile applications or flexible working hours. The employees can request the shifts based on their choice and the working schedule will be more flexible in terms of individual needs.
[bookmark: _Toc212542365]Investing in Technology for Efficiency
The hotel can afford to invest more in technology to ease life and leave the burden of operation to the employees. The service personnel and the front desk can reduce the workload by incorporation of self-check-in kiosks, e- concierge services, and automated room service systems. This technology enables employees to concentrate on more urgent tasks and those that affect the guests directly, making them more efficient and satisfied with their jobs (Gupta and Sharma, 2021). Furthermore, to enhance the coordination between the team members, it can be beneficial to introduce a workforce management software that allows real-time communication and tracking of the tasks to pass, resulting in a more efficient operation and the lack of interruptions.
[bookmark: _Toc212542366]Training and Development Programs
To ensure the development of a skilled and motivated workforce, it is important to invest in regular training and development programs. Improvement of employees' skills should be the priority of Leonardo Hotel Croydon, especially in customer service, leadership, and technology (Mustafa and Lleshi, 2024). The ability to provide a chance for employees to work on their career growth, either through internal promotion or lateral transfers, will help keep the workforce competent or motivated.
[bookmark: _Toc212542367]Chapter Five: Conclusion and Recommendations
[bookmark: _Toc212542368]Summary of the Finding 
The research has provided an understanding of issues like Brexit and the COVID-19 era, which have played pivotal roles in the precipitation of staff shortages at Leonardo Hotel Croydon. The consequences of Brexit have impacted the hospitality system due to the restrictions on the inflow of workers from different EU countries. There are traditional resources as a vital source of labour for the UK hospitality industry. The abrupt contraction seemed to be affecting the labour availability for the services of Leonardo Hotel, as it was facing severe difficulties in managing the positions associated heavily with the measures of demographics. Moreover, the era of the COVID-19 pandemic has also exacerbated the emerging problem associated with the triggering management of mass layoffs and significant shifts in employee behaviours. The workers faced difficulties in managing services while considering a stable and resilient system in the face of health crises. It seems to reduce the effective likelihood of the possible return. The combination of the effective factors has created a constrained system in the labour market, which has imposed a struggle for the maintenance of adequate staffing levels, which are necessary for the provision of smoother operations. There are also some macroeconomic shocks which have persistently provided differences in the industry-wide resources. It has allowed for changes in the driving staff shortages. There are some lower wages, higher rates of turnover, and difficulties in the management of the seasonal nature of hospitality jobs, while contributing significantly to the retention challenges at the Leonardo Hotel Croydon. 
It has been elaborated in the research that the hotel also faced some definite physical demands based on the hotel work and irregular management in the shift patterns, which led towards irrelevant management of employees. It directly impacted the fulfilment of roles as unsustainable for achieving success in the long-term system. Additionally, there are also some limited resources for career development opportunities, as seen in the sector, which discourages loyalty and long-term retention rates. The emergence of systemic issues has created a challenging environment for hotel operations and requires effective management of employees in different sectors to consider attractive compensation and related working conditions. It seemed to exacerbate the intensifying recruitment difficulties with a limited labour pool management system.  There are also some changes felt in using technologies by the hotel management, which has imposed complex management and needs a double-edged solution for the management of findings. There are some automation tools, such as the use of self-check-in kiosks and room service robots, for maintaining the promising aspects in the elevation of labour shortfalls at Leonardo Hotel Croydon by applying a reduction of repetitive manual processes. It has been illustrated that the workforce management software becomes effective for the management of scheduling and labour optimisation systems in hotel operations. There must be some adoption of effective technologies which are helpful in reducing significant barriers, such as the management of resistance towards change from staff members who are facing a lack of confidence and skills, while incorporating the use of digital tools. 
[bookmark: _Toc212542369]Overall Conclusion 
It has been concluded that the research has provided issues associated with the shortages of staff members at Leonardo Hotel Croydon, which is considered the complex interplay between the external macroeconomic changes and related changes in the entrenched hospitality measures in the competitive landscape. It has been elaborated that Brexit and the COVID-19 pandemic are two common and significant catalysts for intensifying the value of the pre-existing labour market challenges. The processes have significantly impacted the effective available workforce through the consideration of the traditional sources. There were exposed vulnerabilities for the consideration of reliance management of hotels in defining the migrant labour and revealing the gaps. The people are offered the ability to make quick decisions for the adaptation of the recruitment and retention strategies within the quicker management of hospitality services. On the other hand, there are some operational pressures which has imposed the increasing difficulties in the measures of the hotel struggling for the maintenance of the staffing levels. It seems essential for maintaining the sustainable service quality in the system.
Additionally, the challenges in the hotel reflect on the global trends with implicating local factors to describe the size and location. The services in the Leonardo Hotel Croydon offer a competitive position within the management of the regional labour market and involvement in the competition for workers of the larger chains and different potential sectors. There are also some complications in the recruitment efforts. Additionally, the challenges in using the technological aspects are associated with employee adaptability, which varies in managing medium-sized hotels. It seemed to influence the definite measures of the digital innovations that can easily be leveraged to determine the human resource shortages. The mismatch underlined the necessity for a context-aware system that provides multi-faceted approaches blending human resource management, adaptation of technology, and differences in cultural factors, instead of relying on a single solution. The operational perspective has provided that the staffing crisis is also seen in the hotel’s ability to deliver consistent and higher-quality guest services. Therefore, the increments in the workloads and stress reduction of the employee morale and increases in the turnover intention will be applied in future. It has been seen that the differences in the cycle have imposed potential risks in the competitive positioning and reputation of the hotel. 
[bookmark: _Toc212542370]Future Recommendations 
Future research must investigate in a deeper manner the management of practicality measures and the reduction of challenges by implementing related technological solutions in medium-sized hotels such as Leonardo Hotel Croydon. There must be inclusion for the exploration of employee capability, training abilities, cost implication system, and acceptance towards digital tools, where the innovations will help in providing effective complement instead of replacing the human labour system. There is an understanding of the dynamics to measure and guide the effective technology deployment while tailoring to the related segment of the hospitality industry. Additionally, future studies must examine the direct impacts of understaffing on the physical and mental health of hospitality employees. It will help in providing high demand in the related working environments. There is an inclusion of a measuring system at the stress levels, increasing the burnout rates, and management of the long-term health outcomes for better information on the targeted interventions. It will help support the employee's well-being and reduce the rate of turnover.
The future research will offer significant measures in the understanding of the workforce sustainability in the hospitality industry. There must be a comparative analysis of different studies based on diverse hotel management. The future research must be associated with other locations and practices applied in the hotel industry of the UK to manage efficiency in recruitment, retention, and operational services. There must be identification of different factors associated with the success of applying strategies and management of benchmarking possibilities in the medium-sized hotel while facing shortages in the staff and higher rates of employee turnover.
The implication of the strategies will be helpful for the hotels to take actionable aspects in identifying knowledge management in the services and operations. The future research must address different types of policymaking aspects to manage complex challenges in the labour of the hospitality industry. There must be detailed knowledge of the implications while integrating different studies of the contextual analysis based on the new Leonardo Hotel Croydon’s issues and challenges. It seems essential to provide effectiveness in the foundation of the strategies, management, and related action associated with the inquiries of operations in the hotel industry in the UK. The consideration of the shortages degrades service quality, and an increase in employee stress has resulted in a definite cycle of undermining the long-term workforce stability. Therefore, future research must address the identified causes of the holistic nature, such as improvements in employee conditions and advancements in technology usage.
The future research will work on the understanding of the practical aspects and related prospects towards the fulfilment of the sustainable system in staffing solutions. The study will use effective management of resources with advancement in technology that will allow alleviation of the workload pressures, practical measures to the human factors such as employee attitudes, and consideration of the organisational culture to become pivotal. There must be learning on the implications of positive leadership with definite support to the working environments for the motivation and retention of the staff members. There must be reinforcement of the need to develop managerial attention within the technical fixes. Thus, the future study will be based on the enhancement of recruitment strategies, such as the use of targeted training programs and the implementation of career development pathways for improving the attraction and retention of employees. There must be motivation among the employees to foster overall loyalty. The use of substantial industry knowledge will help in removing the gaps which are localised for managing the individual hotel contexts and identifying the operations of the Leonardo Hotel Croydon efficiently. 
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