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Abstract
Within the hospitality industry, high turnover rates are a well-documented concern. The purpose of this study is to investigate how staff turnover affects the hotel business and how the sector responds to it. Significant expenses are caused by high turnover rates, which negatively affect operations and service quality. This problem is largely caused by inconsistent schedules, hard work environments, and low pay. This study thoroughly examines the complex effects of turnover and reviews industry solutions for reducing the problems using a PESTEL analysis. Promoting employee engagement, providing competitive compensation, leveraging technology, promoting diversity and inclusion, and supporting environmental projects are all examples of strategic direction.
___________________________________________________________________

Introduction
The hotel and hospitality sector is a big component of the world economy, creating jobs and stimulating the economy. It does, however, deal with many difficulties, among them being staffing shortages and high turnover rates. These problems are not only expensive, but they also negatively impact productivity and service quality. High staff turnover results in additional expenses for hiring and onboarding, reduced efficiency, and poor customer service. Davidson et al. (2010) state that turnover costs in the hospitality industry are significant and include both direct expenses such as recruiting and onboarding new hires as well as indirect costs like lost revenue due to low-quality service and decreased productivity.
Multiple factors, such as the challenging nature of labour, unpredictable hours, and relatively low pay compared to other industries, can contribute to the industry's high turnover rate. (Gazioglu and Tansel, 2006) These issues are further exacerbated by the industry's reliance on a seasonal workforce, which makes it challenging to retain a stable and knowledgeable workforce (Baum, 2015). The impact of high turnover is particularly noticeable in the labour-intensive hotel industry, impacting everything from front-line customer service to back-of-house operations.

___________________________________________________________________

Overview of literature
The hotel and hospitality industries are greatly impacted by high turnover rates, which have implications for everything from financial performance to service quality. Davidson et al. (2010) report that the turnover costs in the sector are significant. These costs include direct expenses consisting of training and recruitment as well as indirect costs such as income losses due to poor services and decreased productivity. According to Baum (2015), the hotel sector's reliance on a short-term workforce exacerbates turnover problems, making it challenging to retain an established group of experienced employees.
According to research conducted in 2005 by Kim, Leong, and Lee, intentions to leave a job are significantly influenced by job satisfaction. Opportunities for advancement in the career, pay, and work environment all have an impact on how satisfied an individual is with their job.
Based on their research, workers who have positive perceptions of their workplace are less likely to quit. In a comparable manner, Walsh and Taylor (2007) highlight the necessity of professional growth opportunities in keeping talent. They say that possibilities for professional development and defined career trajectories are crucial for lowering turnover rates.
Applying expectancy theory to the hospitality industry, Chiang and Jang (2008) concluded that workers are more likely to stick around when they think their efforts will result in rewards like financial benefits or promotions. This research shows how important it is for hotels to conform to employee expectations with their reward programmes in order to lower staff turnover.
The literature further demonstrates how leadership influences employee turnover. Good leadership can lower turnover rates by increasing job satisfaction and employee engagement. A study by Liu and Batt (2010) found that favourable leadership behaviours are essential for keeping employees on board, such as giving regular feedback and recognising work accomplishments.

___________________________________________________________________

High turnover in the hotel and hospitality sector
The hospitality industry faces an acute shortage of qualified personnel globally, being at the same time one of the sectors of the economy with the highest personnel turnover. The Bureau of Labour Statistics estimates that the turnover rate in the hospitality sector is in the range of 70–80%. A number of operational and strategically important areas of the hotel and hospitality industry are negatively impacted by staff shortages and high turnover rates.
To be able to fully understand the complexity of the influence of staff turnover on the hospitality industry, the external influencing factors will be analysed in the following paragraphs.
a.    Factors
Political factors
Political aspects like labour laws and regulations are extremely important. The cost and accessibility of labour can be directly impacted by these regulations. Strict labour laws, such as those related to immigration and minimum wages, can make staff shortages worse by reducing the supply of potential employees. This is especially important for countries whose hospitality industries significantly rely on migrant labour. This is the is the United Kingdom's case as well. (López-Andreu and Hamedani, 2019) However, less rigorous restrictions may unintentionally lead to higher employee turnover because workers could move on in search of better opportunities.
Advocating for policies that encourage workforce development and more flexible immigration regulations are common industry solutions to these political problems. For example, a lot of hotel chains pressure legislators to accelerate the visa application process for foreign workers or create upskilling training programmes for local personnel. (www.ilo.org, 2012) It can be challenging for hotels to effectively manage their staffing strategy, though, because the political process is frequently slow and the results are unpredictable.

Economic factors
Staffing shortages and turnover rates are significantly impacted by the current situation of the economy. Staff shortages can increase during recessions due to increases in layoffs and recruitment blocks. On the other hand, when the economy thrives, the competition for talented people is growing as well, which raises employee turnover as workers go for higher-paying positions. (Wynen and Op de Beeck, 2014)
In order to stay competitive, hotels adjust their benefits and compensation plans in response to these economic constraints. The benefits offered can include larger pay, sign-on bonuses, and rewards based on performance. These tactics can be useful for recruiting and retaining employees, but they also raise operating expenses, which can be difficult for smaller businesses with restricted funds. Additionally, it may be challenging for hotels to maintain stable and predictable workforce levels due to volatility in the economy. (Suraihi et al., 2021)
 
Social factors
In order to manage high turnover rates, social elements, including workplace culture and staff motivation, are important. Significantly less turnover can be achieved by creating a positive work environment that is characterised by recognition, participation, and opportunity for growth among employees. On the other hand, low management and a lack of acknowledgment within the workplace can contribute to a bad work culture and increased turnover rates.
As a result, a lot of hotels have made investments in programmes aimed at boosting morale and working culture. This covers wellness campaigns, staff appreciation projects, and leadership development courses. The goal of these initiatives is to establish a welcoming and inclusive workplace that increases worker retention and happiness. (Richard et al., 2003) But altering an organisation's culture can be difficult and requires managerial commitment over an extended period of time. Furthermore, these programmes might not be sufficient to reduce turnover if there are additional structural problems at play, such as insufficient pay.

Technological factors
The hospitality industry's staffing problems could potentially be addressed by technological innovations like automation and workforce management systems. Automation technologies can simplify operations and reduce the demand for human labour. Examples of these technologies include self-check-in kiosks and automated room service systems. On the other hand, retraining and improving the skills of current staff could prove necessary for the implementation of such technology.
In response, hotels have made investments in automation technologies to increase operational efficiency and optimise staffing levels. According to Zhang et al. (2023), there is an additional risk of job displacement due to automation, which can lead to resistance from staff and potentially increase turnover in the short term.
 
In the hotel and hospitality industry, environmental factors, specifically corporate social responsibility (CSR) programmes and sustainability practices, have grown in relevance. Workers now place more value on working for organisations that show a strong commitment to environmental sustainability, especially those from younger generations like Gen Z and Millennials. According to Alnehabi and Al-Mekhlafi (2023), a lack of strong environmental sustainability strategies may result in lowered employee morale and engagement. This will eventually lead to a rise in turnover rates. Because employees choose employment with organisations that more closely correspond with their beliefs, 
For example, the "Planet 21" programme, which Accor Hotels has introduced, is centred on sustainable development and includes reducing energy use, minimising waste, and promoting biodiversity. This initiative was created not only to improve the business's environmental performance but also to help recruit and retain workers who have a strong commitment to sustainability. (Accor, 2021).
 
b. Industry responses to staff shortages and high turnover

Several sector stakeholders have implemented strategies targeted at reducing staff shortages and high turnover rates. The Hyatt Hotels Corporation, which launched the "Hyatt Thrive" programme, is one important example to note. The approach of this project places a high priority on staff growth, diversity, and well-being. Employee resource groups, promotion opportunities, and training have all been made accessible to staff members as part of the Hyatt Thrive programme. Hyatt intends to create a productive workplace that increases worker satisfaction and retention by prioritising these factors. Employee inclusion is further supported by the programme's emphasis on acceptance and diversity, which also helps to create a more equitable work culture. (Hyatt, 2011)
In a similar way, another industry player, Four Seasons Hotels & Resorts, launched the "Lead with Care" programme in order to address employment issues. This programme places a strong value on leadership development, employee empowerment, and appreciation. Lead with Care motivates staff to take ownership of their responsibilities to offer guests superior service. The programme covers leadership development opportunities, training modules, and positive behaviour-reinforcing recognition programmes. (Four Seasons Hotels, 2022) In order to lower turnover and improve service quality, Four Seasons places a major emphasis on staff engagement and recognition. This approach fosters a culture of trust and accountability.
The InterContinental Hotels Group (IHG), which introduced the "IHG Academy" programme, is another illustration of an industry response. The main goal of this initiative is to offer local communities, especially those experiencing staffing shortages, options for career development and training. IHG fills skill gaps and maintains sources of talent in these places by funding projects related to education and employment. In order to give employees a positive work environment, IHG also places an intense focus on diversity and inclusion initiatives. Therefore, IHG supports local communities' social and economic development while attracting and retaining a diverse workforce through these programmes.
These industry participants' reactions demonstrate that shortages in personnel and high turnover rates in the hotel and hospitality business are being addressed pro-actively. Companies target establishing work environments that boost employee satisfaction, engagement, and retention by giving priority to employee development, empowerment, and diversity.
Although the previously described companies' activities successfully confront the problem of high turnover rates, they can come across a number of barriers. The programmes' long-term viability may be impacted by outside variables, such as the condition of the economy. Its efficacy can differ based on managerial support and geographical area as well. It can be difficult to apply the same standards to every property due to cultural differences.
Considering the previously mentioned cases involve international hotel chains operating in diverse regulatory environments, it can be difficult to adhere to all employment standards and regulations. Resources and regular assistance are needed so that the programmes are implemented consistently across different geographic regions and cultural contexts.


Future policy and management options for staff shortage
Based on the earlier research into these issues, a list of recommendations will be proposed. The suggestions are intended to increase employee retention, boost job satisfaction, and stabilise the workforce in this industry because they are based on both industry best practices and the literature. As a result, they are practical, long-lasting, and capable of addressing the underlying causes of high turnover.
To begin, increasing employee engagement and job satisfaction is vital. Investing in training programmes for staff members can increase their loyalty and job satisfaction considerably. It is essential to have broad educational programmes that provide instruction in both soft and technical skills. Employees who perceive chances for both professional and personal improvement are less likely to leave their positions, according to research by Lee and Way (2010). Thus, to encourage a sense of growth and accomplishment among employees, hotels should offer mentorship programmes, clear career progression paths, and ongoing learning opportunities. Creating a pleasant company atmosphere is also extremely important because it praises and rewards staff members for their accomplishments, as well as promotes open communication and teamwork. According to research by Lashley (2000), a pleasant work environment greatly increases employee retention. Giannakouris (2020) stated in his work that offering flexibility in work arrangements allows employees to blend professional and personal duties, which in turn can dramatically minimise turnover.
It is vital that organisations regularly assess and modify compensation plans to make sure they remain competitive in the market. In order to retain talent, salaries must be in line with industry norms and employee expectations, according to a study by Chiang and Jang (2008).
Providing non-conventional benefits like childcare assistance, transport reimbursements, and study tuition can also set hotels apart as employers of choice. Benefits that promote a healthy work-life balance are highly regarded, increase employee loyalty, and lower attrition (Davidson et al., 2010).
Another recommendation for minimising turnover rates in hospitality is for hotels to offer programmes that allow staff members to get involved in sustainability initiatives, environmental conservation efforts, and community service. As to the findings of the Global Reporting Initiative (2018), workers are inclined to stick with companies that share their values, especially when it comes to social and environmental responsibilities. Transparent communication regarding the company's sustainability and corporate social responsibility initiatives can also help to increase employee engagement. A strong organisational image and a dedication to shared values can be reinforced by providing regular updates on progress, successes, and opportunities for employee involvement (Baum, 2015).
  
___________________________________________________________________ 

Conclusion
This paper explored the crucial problem of employee turnover and personnel shortages in the hotel and hospitality sectors, highlighting the considerable effects these issues have on financial performance, operational effectiveness, and service quality. High employee turnover leads to major costs for hiring, onboarding, and reduced results, which eventually impact client satisfaction. This problem is further aggravated by factors such as hard work environments, erratic schedules, and comparatively poor pay.

       A number of strategic recommendations were made in order to solve these concerns. It is crucial to improve job satisfaction and employee engagement by providing flexible work schedules, fostering a healthy work environment, and implementing thorough development programmes.

        Hotels can nurture a workforce that is more stable, content, and dedicated by putting the following suggestions into practice: This will help ensure the hospitality industry's long-term viability and competitiveness, in addition to improving customer satisfaction and service quality. In order to guarantee the ongoing prosperity and expansion of this crucial industry, it is imperative that workforce shortages and excessive turnover are addressed.
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