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Abstract
This report discusses the challenging issues of the UK hotel industry regarding the attraction and maintenance of skilled staff. The use of these issues at the strategic and operational levels is justified, as current trends show the high turnover rates and quarterly instability due to seasonal demand. Moreover, there is a common perception of the industry as being hard labour with long hours and low salary. However, the more immediate danger is represented by the low salary workers’ shortage; hence, creative ways to attract more talented professionals are needed. Based on the current industry practices and academic theories, multiple possible solutions are suggested, and they include the improvement of the work environment, implementation of graduated wages, and cooperation with educational establishments. Therefore, this report offers a comprehensive summary of how the UK hotel industry can tackle the shortage of qualified professions, thus facilitating its survival and development on the competitive market.
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[bookmark: _Toc166539237]Introduction
The hotel and hospitality sector of the UK has a prominent place in the country's economy which takes profits from providing different and unique services to tourists as well as residents. Nevertheless, this sector encounters the obstacles of attracting and maintaining a pool of qualified personnel, which plays an important role in the delivery of the high quality and constant standard services that the customers are used to receiving (Ariza-Montes et al., 2018). This problem is steadily growing, and it is senior positions, turnover rates, and the reputation of the industry as a place where people work long hours and earn low wages are among the key factors affecting it. As suggested by Deery and Jago (2015), many of these difficulties are linked to the industry's reputation for difficult working conditions, which are usually associated with long hours as well as low pay which is comparatively lower than the salaries in other sectors. A situation like that fails to attract new recruits and pushes the existing staff away, thus creating a vicious cycle of continuous instability. The seasonal demand fluctuations worsen staffing problems, and the constrained hours and modest pay make it tougher to hire workers. This is because a variety of factors combine to form a high-priority problem for the industry in retaining and keeping talent, which eventually contributes to the industry's resilience and the UK's economy (Marinakou and Giousmpasoglou, 2019). The solutions to these issues regarding recruitment and retention are crucial. Without the right staff, the hotels won't be able to offer quality experiences to their guests. They will not have a positive reputation and it will directly affect their opportunities for profit maximization (Deery and Jago, 2015).





[bookmark: _Toc166539238]Literature Review
As per Sheehan et al (2018), UK hotel recruitment and retention require to be in the constant spotlight, especially with regard to skill-based staff like chefs, hotel managers and customer care representatives. The challenges that the UK's hotel industry has faced in recruitment and retention have been well-written in the mainstream media, demonstrating their huge effect on operational efficiency and client service quality. Research as that by Deery et al., (2015) reveals the importance of skilled staff as the sector is unable to adapt to new technological advancements and customer expectations.
According to the report from the United Kingdom Hospitality Association published in (2021), there have been very high levels of workforce turnover in the hotel industry which is indicative of the deep-seated problems in human resource management and organizational culture (Japutra and Situmorang, 2021). The sustainability of the hotel labour market is also evidenced by a series of studies indicating that the variable nature of hotel employment (which is often viewed as a temporary or seasonal job) compromises stable not-so-long-lasting employment relationships (Kichuk, 2017).
An article published in the International Journal of Hospitality Management by Ashton (2018), reveals the connection between long working hours and employee wellbeing. Their study leads to the conclusion that there is a visible correlation between the extension of shifts, tiredness, and the elevation of stress levels in hotel staff members. Thus, it has a direct influence on the quality of job satisfaction, burnout, and ultimately, high attrition rates.
A very recent study carried out by Ross (2017) showed a big gap between the skills required by employers and the ones possessed by most students. In addition to making the recruitment process more complex, inequality hampers the retention of human resources, since the employees with the wrong fit will feel undervalued or discontented with their work.
The industry associated with long working hours and low earnings by immigrant workers is a serious problem for recruitment and retention. As stated in a report by Ashton (2018), it is necessary to address misconceptions about career prospects and promoting the industry's wide range of opportunities is key to solving the problem of skilled people shortage.
The paper by Hu and Cai (2014), investigates how human resources and operational efficiency rely on each other. The research reflects the truth that the scarcity of staff is responsible for a longer waiting time for services like check-in, housekeeping stalling, and reduction of in-room services. This results in negative opinions and eventually in damage to a hotel's brand image. The strategy to address these issues may include industry promotion through education programs and also awareness, fostering apprenticeship programs and offering competitive benefits to get more candidates (Shamim, Cang and Yu, 2019). 
On top of that improving retention rates that involve staff care, having flexibility at work and staff training and development are critical. Moreover, these problems are serious and are revealed through the fact that since the costs of labour increase and maintaining quality of service is difficult because of staff shortages (Marinakou and Giousmpasoglou, 2019). The literature brings to our attention the eminent challenges faced by the UK hotel industry in making the recruitment and retention, and it becomes inevitable for the industry to seek innovative solutions to overcome these hurdles.
[bookmark: _Toc166539239]Application to the Hotel and Hospitality Sector

Political Factors
Aluttis, Bishaw and Frank (2014) stress that government policies have a great impact on the labour structures in the hotel industry. For example, new regulations on immigration and visas might reduce the number of foreign workers, which in turn can affect the supply of the workers that the industry usually depends on to deal with staffing shortages. However, increased compensation should be seen as a positive move for employees as it could strain the budget which may force the hotel to cut down on recruitment or even deliver lower-quality of services. However, while legislation like increasing the minimum wage may enhance employee well-being, a sudden or sizeable increase in the minimum wage might restrict the hotel budget, and affect hiring and the scope to offer free or compulsory benefits to staff. Prior to Brexit, the UK had more relaxed immigration rules, which allowed the other countries of the EU, which are not a significant source of employees, to enter the UK more easily. This fact results in the challenges of meeting people's needs since the staffing levels are already stretched thin (Portes and Springford, 2023).
Economic Factors
Economic situations have a considerable impact on workforce supply as well as management functions of the hotels. A thriving economy can cause demand for the hotel industry to increase and at the same time create competition for labour from other branches that offer strong levels of wages (Comunian and England, 2020). In times of economic recession, people's spending on travel and entertainment is possible to go down, thus influencing the occupancy rates of hotels and occasions of laying off employees. When in economic recessions, the hotel and hospitality industry can see a rise in employment opportunities, because of its well-known "last choice" reputation, but it is really a challenge to bring skilled labourers as they prefer stability and can choose more stable sectors (Gupta, 2019).
Social Factors
[bookmark: _Hlk166515739]Social trends like the view of hospitality careers and a work-life balance influence on hiring and retention (Partington, 2016). Factors like long work days and low pay which characterize this industry might prevent potential employees from entering this sector. The new generation might give more importance to work-life balance as well as flexible schedules which may make them donate time to the industry apart from the traditional demanding nature (Deery, 2008). Also, society is in the habit of terming hospitality-related jobs as low-skill and low-status ones, which can drive people away from the sector, moreover increasing skill shortages. Along with demographic and work culture factors, the labour market is constantly changing, and the most common aspiration for the younger generation is to have jobs with more meaning and varied contracts.
Technological Factors
[bookmark: _Hlk166515759][bookmark: _Hlk166515780]As per the report of Holtgrewe (2014), technology brings in both problems and solutions regarding shortages in the workforce. While automation and hotel management systems can carry out much of the work that would otherwise require staff, these technologies need to be calibrated and maintained correctly. Therefore, there is a greater need for qualified workers who are able to manage and oversee these systems. Technological breakthroughs quite possibly could eliminate the necessity for humans to complete specific jobs, thus removing the demand for unskilled labourers, but simultaneously eliminating some of the posts at the entry level. Automation can help to simplify and solve certain tasks and problems simultaneously but it also brings along challenges like facilitating and keeping at odds with skills among the workers and technology changes (Della Corte, 2016). On the other hand, an improvement in the standards of online booking platforms and guest management systems also changed the staffing demands and service delivery processes.
Environmental Factors
Environmental concerns that are sustainable are becoming more of an issue. In general, the hotels applying the sustainable policy have more environmentally conscious travellers, but they also require staff trained in these practices (Hamouche, 2023). So, working on green projects can be a decisive factor for new talents who consider its office environment for personnel that prefer environmental friendliness. This will lead to the emergence of a niche market for those who have environmental skills. This niche market will add another layer to the recruitment challenges (Singh and Patel, 2022). Furthermore, extreme weather events and the disaster natural sometimes destroy operational availability and staffing. These shows the necessity of contingency planning and the resilience of the workforce. On the other hand, environmental regulations can influence operating costs indirectly, therefore, wages and human resource costs may also follow this trend (Della Corte, 2016).
Legal Factors
[bookmark: _Hlk166515952]Labour legislations on working hours, resting periods and sick leave normally impose staffing needs and scheduling routines (Davidescu et al., 2020). These regulations which could be avoided as they may result in legal issues should be followed for a safe and positive work environment that attracts and retains staff (Hu and Cai, 2014). In case of non-compliance, can bring about lawsuits and reputation damage, which ultimately influence staff recruitment and employment (Hu and Cai, 2014)
Industry Responses and Critical Reflection:
Use of Technology
Holtgrewe (2014) has reported that an upcoming change has been observed where even the industry has started to use state-of-the-art Human Resources practices, such as having analytics on hand that can predict turnover and at the same time improve recruitment strategies. For instance, large hotel chains have been applying mathematics and AI-based analytics to project staffing needs and to identify the characteristics of the employees unlikely to leave in advance (Brown et al., 2023). 
Training and Development Programs
Additionally, Choudhury, Karim, and Latif (2019) have shown that there is a growing trend in hotels' spending on intensive training and development programs targeting the scarcity of skilled staff. These endeavours are aimed at not only the improvement of skills but also the employee engagement and fulfillment, that could foster increased retention rates. For example, based on Hamouche (2023), Marriott International invests greatly in the training program with the aim of attracting employees who stay longer because of the industry average. Nevertheless, this model has the restraint of a huge initial investment and returns might be invisible in the future, it is not suitable for the small operators.
Improving Work Conditions
Some hotels have sought to alleviate the workload by ensuring better workplace conditions so that employees will not only perform perfectly but will also stay for longer. It requires providing a wider salary range, a humane working schedule, and extended fringe benefits including health care and paid leaves (Marshall, Mottier, and Lewis, 2015). For example, The Langham, London offers benefits such as healthcare options spanning from pregnancy to retirement plus family-friendly policies that have yielded a chance for the organization to retain its staff (Marinakou and Giousmpasoglou, 2019). Although effective, these alternatives, however, could be expensive and perhaps not a feasible option for all hotels, particularly small to medium-sized hotels.
Collaboration with Educational Institutions
The partnerships between the hospitability sector and educational institutions have been set up to achieve an uninterrupted blood supply of competent labour (Deery and Jago, 2015). Such collaborations frequently imply the development of special curricula in accordance with the particular job demands in the industry and including practical assignments after graduation. For instance, a university may have an existing partnership with Hilton Hotels for hospitality programs. According to Bharwani and Jauhari (2017), this method is effective in overcoming skill shortage challenges; however, the market changes may not be mirrored in the training curriculum simultaneously.
[bookmark: _Toc166539240]Evaluate Future Policy and Management Options 
Through the process of analysis and reflections on the recruitment and retention challenges in the UK's hotel and hospitality industry, several policy and management recommendations for the future become the most important directions in dealing with these issues.
Implement Progressive Wage Policies
A key policy recommendation is the introduction of progressive wage policies that comply with the national minimum standards and bring features like performance bonuses and profit sharing (Murphy et al., 2018). Therefore, the formulation of such strategies will enable us to have more skilled professionals who are attracted by the thought of better remuneration in the industry.
Industry Collaboration and Advocacy
By working closely together, industry bodies can create a more positive image of the sector for the general public, portraying this as an attractive field with numerous advancement opportunities and good work cultures (Hassanien and Dale, 2019). Efforts of lobbying can concentrate on convincing the government to change the immigration, minimum wage and training policies that are beneficial to the industry (Ashton, 2018).
Government Incentives
Governments have the authority to offer tax incentives to hotels that are willing to invest in their employees or pay more than average wages to retain them. Moreover, reforms in immigration policies can facilitate the entry of skilled foreign workers to fill critical positions.
Strengthen Collaboration with Educational Institutions
As Dias and al. (2020) mentioned, the faster graduates’ industries can deliver to the highly dynamic needs of the Hospitality Industry, the better focus will be on the hospitality schools and universities. These partnerships therefore require internship provision, on-the-job training programs, and scholarships which guarantee that students plus the industry will have mutual benefits.
Promotion of Diversity, Equity, and Inclusion (DEI) Practices
By accepting diversity, equity and inclusion ideas, there is the possibility of a faster increasing in employees' morale, their creativity, more talented candidates, and in the end, a better hospitality sector. Hotels should develop hiring standards that are inclusive, give room for career growth without regard to background or identity, and create a workplace that favours diversity in thoughts and experiences.
Cultural and Environmental Sustainability Practices
Stafford and Jones (2020) suggest that making and advertising sustainable businesses can attract eco-friendly lovers and potential employees who want to work in ethical businesses. Policies that are directed to environmental protection can also be a main driver for new and build upon existing operational efficiencies and lessen a company's reliance on big staff numbers.
Embracing Technology and Automation
Governments are able to subsidize research and development on hospitality solutions alongside technology breakthroughs (Murphy et al., 2018). It would in turn cause the invention of automation that aids staff in customer interaction and adding value to what has been provided. Through the use of technologies like robotics and automation for efficient, repetitive tasks such as housekeeping or office work, staff can concentrate on more one-on-one guest experiences (El Hajal and Rowson, 2020). The hotels, on the other hand, should emphasize solutions that emphasize digital support and human interaction rather than the ones aimed at completely taking away human interaction.
Regular Employee Feedback and Engagement Surveys: Effective managers will frequently ask workers for their opinions on working practices and culture in order to clarify where the workplace needs to be improved upon (Hassanien and Dale, 2019). Through the implementation of this practice, workers can understand that they have a voice and that their input is appreciated, which is a key factor in retention.
[bookmark: _Toc166539241]Conclusion 
This discussion has clarified the area of intense recruiting and retention issues that actually influence the United Kingdom's hospitality and hotel industry through factors like macro economy, governing policies and workforce preference (Murphy et al., 2018). PESTEL analysis was conducted to evaluate how political, economic, social, technological, environmental and legal factors all interact to make staffing difficulties worse. The industry had responses but these include advanced HR analytics and partnerships with educational institutions which are actually useful in a specific situation. However, these still need to be scaled to be more effective. The success of hotels in a competitive marketplace is determined by the human resources performance. According to Hamouche (2023), things like lifelong learning, diversity and inclusion, tech-enabled solutions, employee well-being and collective advocacy should be prioritized to be able to solve the labour issues a hotel can face. However, the commitments and the guiding principles will be crucial sources of success for the industry. Thus, the creation of a fair, equitable and sustainable future for its workforce can be guaranteed and the industry's progress can continue for years to come (Hassanien and Dale, 2019).
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