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Title of theme: Staff Shortages within the Hotel Industry


AI Acknowledgement: I confirm that I have not presented any AI  generated text as my own work. I confirm I have copies of my drafts, notes and other resources. 



Executive Summary:The main aim of this study is to examine the underlying causes of staff shortages within the  hotel industry. It is important to delve into the fundamental reasons behind the issue, to be able to identify, investigate and research successful methods, asses’ various strategies that can be implemented effectively  for retaining and attracting staff. 


This report has been organised into the following segments: Section One-delves into depths of the literature review looking into the concepts of scholarly opinions, critically analysing the existing research & scholarly literature on this particular topic of staff shortages. The literature review backed by theory will look into the phycological effects and challenges in filling staff positions in why it is difficult to attract staff in or getting employees to remain. Section Two - will provide an overview of the case study methodology,  using academic sources to explain the benefits, limitations and techniques. The case study will also provide a comprehensive and descriptive detailed guide background of the White House hotel. Section Three - will research into the key analysis to answer the first objective of this report. The information will be critically analysed with proposals/solutions to resolve problems arising within this issue. The analysis will be backed by research evidence and their view on staff shortages. Arguments of views will be debated using data and concepts from the PEST/SWOT competitor analysis of the White House Hotel. Section Four- will look into the theme exploration- supporting views with research evidence. Providing examples from the placement hotel to analyse the situation and context to present and discuss possible areas for development to improve staff shortages. Section 5- will present the main implications & conclusions for staff shortage, followed by a reflective account considering the insights and experiences during the placement at the Whitehouse hotel. 
Introduction:
Objectives of Theme:
· This involves key factors of staff shortages – such as social/organisational elements and considering examining situations that may trigger future employees from pursuing or leaving within the hotel industry. By exploring these dynamics, the study intends to provide insights and recommendations that could help address the staffing challenges this sector is currently experiencing.

· To analyse the Impact of staff shortages – making recommendations  on operation services and efficiency. This goal examines how these changes influence overall effectiveness & service quality within the hotel industry.

· To asses’ practical solutions/strategies for the hotel industry build on the insights gained from earlier objective this goal seeks to develop practical strategies to alleviate staff shortages.

Research Questions:
Question 1
· What are the main factors contributing to staff shortages in the hotel industry?

Question 2:
· In what ways do employee shortages impact service standards and operational efficiencies in the hotel industry?
Question 3:
· What strategies work well for attracting and keeping employees within the hotel industry?
Background information/The Whitehouse Hotel:
The hotel nestles inside a beautiful setting that provides a peaceful stay from the hustle and bustle of daily life. The hotel staff are passionate about providing an exceptional service, alongside the potential opportunity to offer guests the hotels event facility if required. The Whitehouse hotel has positioned itself as a family-owned establishment recognised for their welcoming and friendly service.
Section 1

Literature Review: 

Firstly, for this literature review will examine  and delve into research on what factors contribute towards the  impacts of  high employee staff turnovers, and retention strategies, exploring why these challenges are particularly prevalent within the hotel industry. Secondly it will address the generational gap within the industry which was one of the significant issues identified whilst on placement, and how management can put solutions forward to help improve this gap. 


Theoretical research findings done by (Mobley et al., 1979) shows that staff turnover can be  due to the employees recognising the situation and assessing how well they fit in within the organisation, what options they have available to them. If the staff find that adequate career developmental opportunities are none existing and reward systems within the organisation are not available for them to extend and advance within any given company than this can impact the reason for high employee turnover within the  hospitality industry, which has become a significant global concern, influenced by a range of factors. One of the main reasons for this trend is the challenging work environment commonly associated with hospitality roles. However, (Hom. P, & Griffeth. R. W, 1995, p39-83) believed that these positions often came with low wages, which can be discouraging for employees seeking financial stability. Additionally, the industry is known for its long working hours, which can lead to burn out and dissatisfaction over time. Moreover, the high levels of job insecurity prevalent in this sector contribute to employees seeking more stable opportunities elsewhere. The combination of these elements create a situation where many workers feel undervalued and overworked, prompting them to leave their positions. Addressing these issues is crucial for improving retention rates and ensuring a more stable workforce in the hotel industry (Saunders et al., 2009 p139). 
[bookmark: _Hlk179202413][bookmark: _Hlk179383393]These challenges not only deter potential employees from entering the hospitality industry but also contributes significantly to high turnover rates. Workers frequently leave in pursuit of more stable and better paying opportunities in other fields. Research article findings from a case study from Australia highlights that employees in the hospitality sector often endure demanding schedules, such as weekend work or night shifts, which can severely disrupt their work life balance this has been claimed by many researchers (Davidson. M.C.G., et al 2010) This disruption of an imbalanced work environment leads to a cycle of burnout and job dissatisfaction. The unsuitable hours make it difficult for employees to maintain personal commitments and rest adequately, further exacerbating stress and prompting many to seek employment in industries that offer more conventional hours and greater jobs to stability to consider their career path. Consequently, the hospitality industry struggled with retaining skilled workers, affecting overall service quality and operational efficiency (Limited, E.G.P, 2015). Research findings from the U.S.A shows that critical intuition on  employee turnover rates according to (Job Seeker Nation Report, 2024) reveals that empowering employees and  centralising their talent development  is essential to highlight the gap. By adapting to this approach organisations can navigate immediate challenges while paving the way for sustained success. Additionally, leveraging advanced technology within this digital era can inspire and motivate employees to progress in their careers within any organisation, this is also agreed by the finding concluded from Europe by (Decision EU, 2022). Research finding from Asia show that there is sometimes a communication issue with leadership which contributes towards staff shortages (PWC Asia pacific.com, 2023). This can have a massive impact and a serious consequence this includes:

- (47%) of staff are less  likely to pursue opportunities to enhance on better development and skill.  
 - (44%)  of employees are  less likely to  ask for feedback apply it to enhance their personal development. 
- 47% are less likely to offer helpful feedback to support colleagues. 
- 44% are less likely to introduce creative ideas to their team.

[bookmark: _Hlk179384768]However, research from (Decision EU, 2022) argues that In Europe communication service solutions for businesses are increasingly centered around understanding the unique principles of individual employees and their aspirations to succeed. These individual principles have developed in many ways e.g. through the use of  electronic tools and communication devices to improve operational efficiency as opposed to relying solely on traditional methods. There is an ongoing debate about the effectiveness of this shift, with some advocating for the personal touch of direct interactions however based on practical experience during placement it is clear that internal communication remains a preferred method. This is typically achieved through structured traditional formats such as meetings, briefings, and presentations which provide a reliable framework for information exchange and collaboration. Fostering responsive communication within the business environment by doing so organisations can better support their staff's performance and adapted ability ultimately enhancing overall productivity and engagement to reduce staff shortages in better communication (&Meetings.com, 2024). 


[bookmark: _Hlk179203698][bookmark: _Hlk179205362]Many employees tend to view roles in the hospitality industry as a short term or transitional position rather than the permanent  long term career option. This perception leads many workers to treat these jobs as a temporary measure which contributes to high turnover rates and presents challenges in retaining skilled staff, this ongoing cycle can create difficulties for employers who struggle to maintain a consistent and experienced workforce. Moreover, further study by a scholarly journal from the investigation by (Jobin. J, & J. Johar, 2011) suggests that this tend to affect the overall service quality and operational efficiency, creating that gap within the industry, which needs to be addressed as it is crucial for the hotel sector to improve employee retention and career development opportunities (Pizam. A, 2012). 

Additionally, every instance of employee turnover and replacement entailed significant cost, both in terms of time and money, and can even lead to potential business losses. The hotel sector particularly struggles with high labor turnover, compounded by challenges in recruitment. Research indicates that a lack of clear career advancement opportunities and structured training and development initiatives can notably diminish job satisfaction, thereby increasing the chances of employees departing from the industry. Additionally, poor management practices, including insufficient leadership support and ineffective communication, have also been associated with higher turnover rates. These observations are reinforced by findings from (Jobin. J, & J. Johar, 2011). 

[bookmark: _Hlk179292778]Other studies from (Pizam. A, & Shani. A, 2009) highlights a trend where younger employees prioritise career advancement and opportunities more than older generations. This focus on progression reflects a shift in workplace expectations and aspirations among younger workers. (Bianchi. N, 2023) argues contrasting perspective, suggesting that despite their ambitions, younger employees often struggle to achieve the same level of stability as their older colleagues. This struggle can lead to a number of disadvantages for younger workers they may face lower wages, slower career progression and high frequency of job changes. These changes can create a cycle of instability come out what frequent transitions between jobs impede their ability to gain the necessary experience and recognition to climb the corporate ladder. The situation not only affects individual career trajectories but also contributes to broader issues such as staff shortages within this industry. During work experience at the Whitehouse hotel, it was observed that staff from the older generation often assumed greater control and authority within the workplace. This dynamic created a comfortable environment for them, making it difficult for younger employees to assert themselves or take on leadership roles. As a result, younger workers did not have the confidence to extend their opportunities for career advancement, ultimately hindering their professional growth and potential for success.


Furthermore (Robbins et al,2017) suggests that organisations can undertake research through diverse approaches to effectively engage with multiple generations within the workforce. By tailoring strategies to meet the unique needs and preferences of each age group, companies can enhance communication and collaborations and productivity. These efforts ensure that every employee regardless of their generational demographic background has the opportunity to contribute meaningfully and reach their full potential, ultimately benefiting the organisation as a whole. 


[bookmark: _Hlk179317012]The issues of staff shortages within the hospitality industry can be analysed and improved through many practical solutions this involves HR managers in promoting strategies aimed at supporting employee engagement to improve staff attitudes and backgrounds. By doing so it enriches their understanding and implementation of HR practices (Research Anthology, 2021).  The effectiveness of this strategy is supported by Maslow’s hierarchy of needs, a well-regarded theory that identifies 5 levels of needs that must be addressed to fully motivate employees. These levels range from basic psychological needs to self actualisation providing a framework for understanding how to inspire and drive staff effectively and reduce staff shortages (Armstrong. M, & Taylor. S, 2020). 

Trends such as job specialisation and the use of ICT plays significant roles in both individual and industry wide-advancements. For individual staff members, these trends provide opportunities for skill enhancement and career progression. Employees can focus on specific areas of expertise, making them more valuable in their roles and opening pathways for professional growth. For the hotel industry these trends offer substantial benefits by addressing staff retention challenges. Specialisation allows employees to engage more deeply with their work leading to great job satisfaction and reduced turnover. Meanwhile the integration of advanced technology streamlines operations and improves communication, creating a more efficient and supportive work environment. This dual approach not only aids in retaining skilled staff but also enhances the overall service quality and efficiency of the industry (Beardwell et al,2017). 

Section 2:Case Study Methodology-The Whitehouse hotel is located in the UK within a small town, in the northeast of England which has a population of 23,000. The hotel setting is amongst picturesque landscapes with stunning views of rural farmland in the Durham limestone coast. The Whitehouse hotel is situated in a quiet and peaceful road better known as Eden Lane. 
· It boasts great connections to Hartlepool/Durham, and it’s only 21-kilometers away from the Sunderland Stadium of Light.
[image: ]
(Bigfoodie,2024)

Historical/Cultural Background: 
The hotel has a background of a lot of history as the property was originally built in 1890, during that time it was owned by wealthy merchant banker known as Rowland Burdon- since then the building back in the 20th century has been used as a community centre (The Northern Echo, 2014).  

During that period the building had become a community centre it was even visited by royalty; Her Majesty Queen Elizabeth ll & the Duke of Edinburgh visited the Whitehouse in May 1960. It is believed that prior to the visit the external building was grey in colour and to freshen it up for the royal visit it was painted white from then on, the locals fondly called the “White House” and whilst it was never the official name  on any deeds or ordinance map the whole community knew it as the White House which is why today it has officially been named as the was the White House Hotel (Whitehouse Peterlee, 2024).

[image: ]
(Whitehouse Peterlee, 2024).

From the 1990’s the property was run by the Durham County Council. However, after the UK recession in 2008, and a lack of governmental funding and the council having to pay for its running for the community centre it was sadly  decided that the best option was to close it down; this left the building neglected for a number of years between 2010-2015 (Whitehouse Peterlee, 2024).

As the building was not in much use, Durham County Council wanted the building demolished, but the local community objected this and fought a petition to prevent this from happening, the public were able to obtain 500 signatures in their campaign to stop the demolition as they believed the building had represented historical and social importance (Sunderland Echo, 2014).
[image: ]

Today it is a family-owned hotel. The Whitehouse building was purchased by local businessman Geoffrey Robson. The family were passionate and had a vision of turning the site into a hotel and a luxury wedding venue. Geoffrey is builder by trade and put his heart & knowledge  of expertise into saving the building, most of the renovation full refurbishment has been transformed and completed by Geoffrey himself and a supportive local team around him. The Covid 19 pandemic was a disadvantage to most people-as most people were encouraged to be under lockdown, however for Geoffrey, this had given him the extra time, determination, will power to utilise the time in working day in and out to have the Whitehouse Hotel ready to be open for November 2021. Geoffrey Robson has ensured that the building now has a sustainable future going forward with appropriate measures in place.[image: History - White House Peterlee and 1 more page - Personal - Microsoft​ Edge]
(The Whitehouse, 2024). 

Geoffrey Robson & his family efforts have now turned this hotel into a 5* star rating from information based on (Tripadvisor LLC, 2024).

BEFORE:                                                              AFTER:
[image: ]				[image: A white house with a black sign
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(Northern Echo, 2014)     				(Sunderland Echo, 2014)
· The Hotel is open 7 days a week and is only closed on Christmas day during the year. 
· It  has free spacious parking space available with no reservation required 
· Prices per room booking start from £75.00+ (booking.com, 2024)
· There is an outdoor terrace with stunning sea views, 
· There is a Large Garden area were event’s such weddings christenings etc. are held.[image: ]
    (The Whitehouse, 2024). 

The Bedrooms-of the Whitehouse Hotel consists of private en-suite room fully with personal smart tv, desk space, USB charging ports, hairdryers, iron/board and access to  tea coffee facilities. All rooms have free Wi-Fi available.
[image: ][image: ][image: ]      [image: ]
(The Whitehouse, 2024).
The services:
The services during a guest stay include daily housekeeping, shared lounge and tv area. Access to bar and family rooms for hotel guests. 
[image: ](The Whitehouse, 2024).
· There is a strict non-smoking policy for inside the building, however within the external site-outdoor there is a designated smoking area. 
· The hotel has been designed in mind for facilities for disabled guests and  wheelchair accessibility, with walk in ensuite shower rooms and bedrooms available within the ground floor. 
· Breakfast Facility-Each room booked comes with a free morning breakfast served between 7.30 am–10.30am; breakfast served in room  is available on request. Additionally special dietary needs i.e. vegan menu’s, gluten free, lactose free, halal menu available on request. All breakfast is made fresh to order on the guest arrival within the cafeteria. 
-There is an outdoor eating area if guests prefer to enjoy having their breakfast outside. 
Event services 
-Since opening The Whitehouse hotel have become well known for their spectacular events & catering including weddings, engagements, birthdays, exclusive corporate meeting rooms, christenings, private parties etc. 
-The Customer reviews suggests: 
Marketing & Customer Reviews-Despite the Whitehouse hotel being limited with extra rooms for its clients, and their marketing strategy is restricted as they solely rely on personal hotel website, their social media platforms and booking websites as their main form of method for marketing; however there has been a positive response from these platforms as all the reviews rate the hotel as 5* based on reviews from (Tripadvisor, 2024) customers had emphasised that:
· “The hotel service is brilliant; the rooms are beautiful. clean and bright with very comfortable beds dressed to a high standard and everything you could need in your room.” 

· “ The hotel is a gem, refurbished with excellent little details throughout. The environment is beautiful, peaceful and staff are so welcoming”.

[bookmark: _Hlk180971001][bookmark: _Hlk180970819]According to (Luca & Reshef, 2021) the rise of online reviews and social media has heightened consumer expectations regarding quality. Getting positive reviews has a lasting impact on a hotel's revenue therefore maintaining a focus on quality is essential to building the hotel’s brand image and reputation. Rather than restricting staff numbers to reduce costs it is important more than ever in today’s day and age to invest in employing staff members to be able to manage all social media platforms, alongside positive employee engagement to retain staff and help move the business forward (Oracle, 2024). 

Staffing-The hotel is a personal family ran business offering a personal service, and huge flexibility, accommodation to the client’s needs and being able to do this without restriction as it is family owned and not government by a public limited company, like the larger branded hotel chains, staffing includes: 
· 1x Full Time care-taker on premises 8am- 5pm
· 1x Full time cleaner operating from 8am- 5pm 
· 1x Full time Bar manager working from 11.45 am 8.45pm 
· 2x Part time weekend  bar staff working from 4pm – 11.30am
· 1x Full time Event Manager working from 9am- 5pm 
· 4x Part time housekeeping staff – 10am -2pm 
· 1 x Part time Chef (Serving Breakfast) 7.30 am – 10.30 am 
· 1x Part time Events Catering Chef (working only weekends) 9am-5pm 
· 1x Part time receptionist working from- 10am-2pm 
· 1x Full time HR Manger- working hours 9am – 5pm 


Section 3-KEY ANALYSIS
Cost Analysis of Whithouse Hotel:
[image: A screenshot of a document
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The issues identified from the cost analysis is that more revenue income could be generated if the business had looked beyond employing within the family. The business would be able to grow and extend into further branches from the income generated, however, to do this the hotel will need to look into increasing employee salary, this will help improves business excellence &  total quality management as stated by(Ford .R.C & Sturman M.C. p.1264). 

[bookmark: _Hlk180967760]To have a competitive edge amongst other local hotels it may be beneficial to look into the pricing strategy to attract more customers in, the other 2 leading hotels of around an 8 mile radius and now also offering a bespoke wedding package with exclusive use, which may affect white house hotel USP- this may take away business which may have otherwise been booked with  The Whitehouse  Hotel. The larger hotel competitor is The Bell in Horden it currently has promotion on its wedding packages and room booking if done direct via hotel personal website, the Bell Hotel in Horden has done this to attract guest in and to also save on commission costs from the leading booking sites (The Bell Guest House, 2024). This highlights the importance of balancing cost with quality to improve occupancy rates and ensure long term profitability (Kwortnik & Thompson, 2009). On the other hand (Kotler & Keller, 2016) believe that premium pricing strategies can be effective if the hotel provides unique services that differentiate it from competitors. Conversely budget hotels may thrive on volume and lower prices but risk compromising on service quality which can affect customer retention. 

[bookmark: _Hlk180969805]Research shows that quality can be viewed as a long-term strategy for instance higher quality trained staff result in better guest experience which can lead to positive reviews, better staff retention and repeat businesses according to (O'Neill & Mattila, 2010) spending extra upfront in the present can yield significant returns over time for the future. 

THE PESTEL ANALYSIS-has been developed independently from myself with the research available as this is a small hotel business it was opened without the need of a business plan or investment. This pestle analysis will highlight the adaptability  ensuring the business meets the specific needs of its guests while maintaining high standard of operational efficiency. 
	
	Factors:
	Effect:
	

	Political














	-Government policies & Practical issues


-Industry Regulations & Agreements/Restrictions/

-Taxation

-Global trade
	The UK government frequently implements new regulations for instance the challenges posed by Brexit and the COVID-19 pandemic compelled businesses to adjust their operations. Adhering to evolving guidelines was crucial for hotels, requiring them to adopt new circumstances. These factors significantly affected the hotel sector and influenced staff retention rates (Smith, J, 2020).
	




	Economical 














	- Wage Inflation





- Impact of Revenue





-Operational Cost


	[bookmark: _Hlk181046921]-Staff shortages has led to competitive wage increases as the hotel attempts to refill the positions left, thereby inflating operational costs (Brown, 2022). 

- Reduced staff had led to diminished service quality, causing potential revenue losses, it also risked customer satisfaction declines (Davis, 2021).
[bookmark: _Hlk181048320]-Increased reliance on temporary staff has further strain budgets, making it difficult for the hotel to maintain increased profitability (Johnson. P,  2023).
	



	Social  










	-Workforce Demographics
[bookmark: _Hlk181060914](Roberts, 2023)



-Customer Satisfaction





	-An aging workforce and changing career aspirations, particularly amongst millennials & Gen. Z, has posed debating challenges in differences (Adams, 2022).
[bookmark: _Hlk181049812]-Guest have high service expectations staff shortages has led to longer wait times and decrease satisfaction on some occasions, impacting on the brand loyalty (Williams, 2021).



	Technological










	· Remote Work Trends




· Poor Network & Technological facilities/Social Media/Self-
	[bookmark: _Hlk181051177]-The rise of remote work may lead to fewer applicants for traditional hospitality roles complicating recruitment efforts (Taylor, 2023).
-Outdated and slow internal systems can lead to increased frustration among staff causing the decline in motivation and contributing to staff shortages.



	
	Factors:
	Effect:

	Legal 









	Health and Safety Regulations



Employment law and Wage Rates/National Wage increase 
	-Compliance with health and safety standards become more challenging increasing legal risks for the hotel when it is short staffed (Miller,2020). 
-With cost of living on the rise there’s high demand for increased pay, staff not willing to stay if pay is not increased. Standard prices is above the national minimum, however it’s essential for the business to go beyond national average, hopefully this will keep the staff attracted to remain.

	Environmental 








	-Community and Engagement



-Sustainability Practices
	[bookmark: _Hlk181053766]-The hotel may struggle to engage with the local community during periods of staff shortages affecting the reputation and social responsibility(Clarke, 2023). 
-If more staff shortages occur in the future this may inhibit the implementation of sustainability initiatives as fewer employees are available to manage these programmes effectively (Roberts, 2022).



The Whitehouse hotel  operational efficiency and service quality may significantly be  impacted by staff shortages across several dimensions. A detailed understanding of the pestel factors can help the hotel management device effective strategies to address challenges that may arise from staffing issues. 

SWOT ANALYSIS-This was independently conducted by myself using the information available, as this placement is a small family run hotel business, it was opened without the necessity of a formal business plan or external investment. 
	Strengths: 

	-Keeping employees well informed about the hotel's operations demonstrates our commitment to their well-being regardless of whether they are experiencing good or bad day.
-ensuring that employees are involved at every step of organisational processes particularly when it comes to event planning. 
-Maintaining access to relevant and staying current with equipment and technology to enhance staff efficiency. 

	Weaknesses: 

	-Effect on increased operational costs this may incur due to overtime pay or reliance on temporary workers to fill staffing gaps (Johnson,2022). 
-Management should recognise the skills and talents of employees to create training opportunities that help them advance in their roles and achieve greater success within the hotel.

-Procedures should be eliminated if they are not having a positive impact as they only create unnecessary additional workforce to staff members.
-Enhancing internal communication through a more effective two-way communication system is essential for boosting employee engagement and addressing staff shortages. 

	Opportunities: 

	-Investing in opportunities is crucial in order to achieve growth objectives that will help the company progress while minimising staff shortages.
[bookmark: _Hlk181058904]-Focusing on employee well-being and addressing staff shortages can lead to improved workplace policies/practices and enhancing staff retention (Garcia, 2021).

	-Leveraging opportunities to acquire new technology and staying aligned with industrial trends will help keep staff motivated and interested.

-Providing staff with flexibility that can support their efforts to achieve a healthier work life balance (Net Suite, 2024).

-Improved communication is essential for creating a clear vision for the staff members which will help enhance their experience within the hotel and improve retention rates.
 
-According to (Torrington. D, et al.,2020) effective organisational management that facilitates timely pay raises and bonuses can promote business growth and encourage staff members to stay motivated.  

-Additional opportunities involve enhancing teamwork strategies and involving staff members in workforce planning and organisational design. 

-Management should collaborate with staff members to review goals which can enhance staff confidence and skill sets ultimately fostering growth and expansion within the hotel (On Strategy,2016). 

-Enhancing employee engagement by offering premium rewards and gifts that surpass what competitors provide; this can give the White House hotel a competitive advantage in retaining staff. 

[bookmark: _Hlk181060305]-Regularly evaluating and updating programs with superior features compared to what the hotel currently provide is crucial for maintaining employee motivation (Zippia Inc,2022). 



	Threats:

	-It's important to address potential threats such as the risk of losing employees to competitors and challenges posed by rival companies.

-According to (Taylor,2022) economic downturns and uncertainty can worsen staff shortages because budget limitations hinder the hotel's ability to employ sufficient staff for the hotel.

	-Technological issues that cause delays can be frustrating for staff members it is therefore essential to address these problems by upgrading systems as necessary and ensuring that equipment is current and reliable.

-The rising competition from Airbnb and smaller brands in the local area which are raising their pay rates, causes a significant threat to the White House hotel. This situation could entice current staff to consider leaving for these alternatives. To combat this challenge, it is crucial to allocate all available resources to retain staff. 



The impact of service quality and operational efficiency can be improved if the factors of the SWOT analysis is addressed leveraging the strengths and opportunities the white house hotel can develop strategies to address any future challenges. (Friedman. A, 2012) suggests that once weaknesses are recognised improvements can be implemented. These weaknesses can serve as a valuable tool to drive a company to make continuous success. In addition to that understanding the reasons for employee turnover is crucial. Factors such as reduced hours, political issues, the impact of COVID-19, cost of living , demand for higher pay and challenging marketing conditions should all be examined. After identifying these issues, it is vital to implement solutions such as adjusting employee schedules that may offer additional shifts upon request; this will place a strong focus on motivating employees that can help alleviate staff shortages. 

Section 4-Theme Exploration:
Existing research from (bookings.com, 2024A) shows a particular negative review on the  Whitehouse-hotel. 

[image: A screenshot of a message
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(bookings.com, 2024A)
[bookmark: _Hlk179204880]This review indicates  the massive gap in staff shortages being experienced by the Whitehouse-hotel, hence the reason it’s costing the business with negative review; for example the hotel rely on family members to cover shifts rather than employ new staff to save on costs-it would be more beneficial for the business if they had employed qualified staff or given further training to current staff this will improve operational efficiency and improve high staff turnover rates and positive reviews which will mean that family members do not have to complain, and have to pick up from what the exited staff has left behind,  which can be daunting especially if the family member are not trained in specific areas e.g. housekeeping or breakfast service at a high quality standard, It’s important to recognise that it doesn’t matter how big or small the job is- it’s essential for the individual staff member to be qualified/trained  to give an outstanding service. To analyse the issue the aim here is to explore the business can do more extensive research to help improve staff shortages as possible and improve on areas of development- this may include employee personal surveys-one on one interviews with employee’s/questionnaires etc research from (Hallin. A. C & Marnburg. E,2008) shows that these issues will be noted, and the hotel management team/industry leaders will need to make collaborative effort to address this gap of staff shortage. 

This theme exploration  is  also  supported by the  argument by research from:
(Smith, 2020) as its suggested that the employee engagement strategy in the hotel sector emphasises the level of commitment staff have towards their roles and responsibilities. It focuses on fostering a culture that enables employees to maximise their skills and potential (David McLeod, 2021) the various is developmental aspects proposed aim to strengthen the relationship between management and staff, ultimately contributing to a decrease of staff shortages. 

[bookmark: _Hlk181640790]To enhance employee engagement practices management must demonstrate their availability and commitment by actively participating in meetings/conferences/briefings; This involves listening to the staff feedback/assisting areas for improvement, and to create growth opportunities within the organisation. Establishing a strong communication system is essential allowing for a two-way dialogue where both management and employees can provide/receive feedback. Regularly recognising employees for their exceptional efforts while also offering constructive criticism can help build their confidence/reinforce the contributions to the company's success. Granting employees time off to recharge, along with clear procedures and guidelines, positioning and setting them up for success; Providing access to training programs-to support their ongoing development. Additionally, fostering engagement through recognition and reward initiatives can help them advance within the organisation. “Take care of your Employees and they’ll take care of your Business” the Virgin Group Company founder Richard Branston had emphasised this-(Sotoohi. B, 2018). This principle is agreed also by (Armstrong, et al., 2020) staff satisfaction/performance should be central to every organisation as prioritising their well-being is significant in any business. On the other hand (Mowday. T.R, et al., 1982)  believes providing chances for employees within the organisation, and creating a pathway for them to extend and develop; by engaging in training programs to advance their roles within the company can greatly impact employee turnover rates.

The employee life cycle is a framework used to identify and communicate key stages in the employee experience. It consists of six distinct phases, starting with “attraction” which refers to the methods companies uses to draw in potential employees in. This initial stage involves inviting and selecting candidates through various advertising strategies. Organisations can conduct research to tailor their approaches-appealing to different generations and improving their chances of attracting top qualified staff members. Utilising socialisation models during the pre-arrival phase before a new employee officially joins-this can significantly enhance pre-employee engagement. When socialisation is executed effectively it can lead to increased productivity/great employee commitment and a reduced turnover-especially if the right candidates are chosen during their life cycle process (Robbins .P.S. & Judge. A.T,  2009). 

[image: A diagram of the employee lifecycle
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[bookmark: _Hlk181643956](Parker. L, 2024) 

The second phase in the employee life cycle is recruitment-this stage starts with managers making strategic decisions to identify/interview and select the right candidate. Potential employees must present their qualifications/experiences, and they may undergo an assessments/interview to showcase their skills. If selected-the newly hired member of staff will typically participate in mandatory induction/training programs to prepare them for their role. This stage is crucial as it fosters confidence among staff-ensuring they feel equipped from the beginning. When employees are well prepared-they are more likely to stay within the organisation on a long-term basis (N Hoyne, 2022). 

The third stage is the onboarding experience-which involves socialisation for the new employee. During this phase they will gain a realistic understanding of the organisation, and the expectations placed on them. Just should actively engage with the newly hired staff members, providing support and encouraging them to share their thoughts and questions. This opens a positive communication system ensuring that the staff feels secure and valued. Implementing effective systems using the onboarding stage can lead to a successful career trajectory for the new employee, ultimately contributing to lower staff turnover rates (A.S.Williams,2021).

The fourth stage is the developmental phase as outlined by (Scharge. M.  et al,  2020)  during this stage it’s crucial for employees to engage in personal and professional growth. Organisations should provide support that enables staff to advance to higher roles, equipping them with the correct tools-helping them recognise their strengths. Offering additional guidance/opportunities for social interaction can facilitate their adjustment to the work environment-promoting their overall success. Understanding these factors that influence employee retention is vital-often retention issues arise when this stage is not effectively managed-leading to discomfort that may prompt staff to leave.

The fifth stage is the retention phase which is vital for maintaining a stable workforce. It's essential to actively engage with employees to reduce turnover. This involves having meaningful conversations/providing adequate resources and support and demonstrating strong company values and practices. Building a solid relationship between employees and their teams can foster loyalty. If employees feel disengaged during this stage it may prompt them to seek opportunities elsewhere. Research indicates that the trend of “the great resignation” is on the rise: according to the (Gallup,2024) 18% of employees are exploring better options for their careers. This trend forces companies to frequently re-employ, re-train, and re-engage with staff-which results in additional costs overall productivity (Cohen et al, 2021). 

The six stage is the separation phase marking the conclusion of an employees end to an organisation whether this is due to retirement or other reasons. It's crucial for managers to maintain engagement with the leaving employee until their last day. Providing a thoughtful farewell can leave a lasting positive impression on the company. This includes offering a supportive offboarding experience, keeping in touch through contact details, and inviting them to both formal/informal events by reaching out during future recruitment efforts and soliciting their feedback, the organisation can create an environment where former employees feel welcome to return if they choose to do so. Furthermore, the separation phase impacts not only the departing employee but also those who remain. Demonstrating respect-for the leaving staff members this can enhance value within the team and encourage retention among the current team as well (Beardwell et al, 2017). 

Engagement-amongst employees can vary in levels, fostering a positive engagement benefits both the workforce/organisation. This collaborative spirit enhances teamwork and is crucial for improving staff retention-as highlighted by research from (Gallup.com, 2024) companies with engaged employees sees significant advantages for instance-they achieve 147% higher earnings per share compared to their competitors. Additionally-these organisation’s experience a 20% boost in productivity, a 23% rise in probability, a 41% decrease in employee absenteeism, and a 10% improvement in customer-satisfaction ratings (Gallup.com 2024). Despite significant investments in employee engagement initiatives aimed at addressing staff shortages show that 65% of employees still remain disengaged. This disengagement may stem from factors such as timing or the tone of communication. According to (Forbes, 2022 )the drawbacks of ineffective engagement are notable-particularly in how it affects communication and the fundamental relationship between the employees/employers. When employees feel disengaged it can diminish their passion/create insecurity and undermine their confidence within their roles. Such engagement represents-a loss for the organisation impacting profitability/resources and time wasted on training. On the other hand-fostering a positive engagement can enhance customer service/reduced recruitment and training costs-ultimately driving the force of profitability for the organisation. 

(Merry, J.2013) explains that hotel companies have a range of tools/resources and the theory models at their disposal to enhance employee engagement and tackle staff shortages within the hospitality sector-regardless of whether they choose to implement them or not. One such model is the AON Hewitt framework-which focuses on business outcomes/organisational goals. This model is built around the concept of “say”, “strive” and “stay” (Goodman. E et al, 2015) also agrees this is a good strategy for organisations within the hotel industry to use. 
[image: ]
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[bookmark: _Hlk181145266]The Zinger model of employee engagement consist of a framework made-up of various elements including symbols/blocks developed by David Zinger. The key to success lies in concentration of the 10components of the employee engagement. Organisations can utilise this model to address the challenges of staff shortages (Claydon. T & Beardwell. J,2010).



[image: A chart of a company's engagement

Description automatically generated with medium confidence] 
(Alison.com,2024).


IES Engagement Model:
The 2024 report from the institute of employment studies highlights the effectiveness of the IES engagement model in fostering a sense of involvement and value amongst employees. Initially developed in 2003, this model proved particularly beneficial during the COVID-19 pandemic, when many workers faced isolation while adapting to remote work. With changing guidelines and situations employers needed to provide increased support to maintain employees. This included regular communication through emails and virtual meetings, ensuring that remote employees felt valued and connected, which was essential for retaining staff during this challenging period (Valamis Group,2024).
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The research findings on the theme exploration highlights the need for the White House hotel to empower its team by actively involving staff in local events and ensuring they have meaningful roles-which fosters a sense of being heard. This perspective aligns with the views of (Armstrong. M et al, 2020) as he emphasises the significance of assessing staff skills to identify the best opportunities for promotions and salary adjustments. Such initiatives not only enhance the value of employment but also increases productivity leading to higher job satisfaction and improved employee retention rates. 

SECTION 5
Implications, Recommendations & Conclusion
This section is to summarise the previous research questions, research findings-implications & recommendations. 
Question 1 Findings- What are the main factors contributing to staff shortages in the hotel industry?

The hospitality sector is essential to the global economy providing diverse experiences and services for travelers and consumers. However, it is facing ongoing and escalating challenges particularly staff shortages. The conclusion will synthesize the main implications and findings of the issues while also recognising the present difficulties, ultimately offering a series of recommendations to tackle this crisis.

Firstly, the high turnover rate in the sector significantly contributes to the staffing shortages jobs in the hospitality frequently involving long hours rigorous physical demands and irregular schedules which can result in burnout, increase job satisfaction and consequently a high turnover rate. Secondly, many individuals entering the hospitality industry do not possess the essential skills and training needed for success. There is a significant gap that exists between the abilities that employees being able to offer and the qualifications that employers seek, particularly for specialised roles such as chefs and experienced front house staff (NET Suite, 2024). 

Implications

Question 2- In what ways do employee shortages impact service standards and operational efficiencies in the hotel industry?

The hospitality industry has  implications that impact various aspects beyond the immediate challenges encountered by businesses influencing economic services, quality workforce and dynamics and overall well-being as suggested by (Oracle, 2024) this encompasses:

· The failure to deliver consistently high-quality services threatens the reputation of both the industry as a whole and the individual establishment.

· The shortage of skilled staff can lead  to negative online reviews and diminished customer loyalty. In addition to this it affects innovation and growth within the industry. Businesses struggle throughout to expand or invest in new initiatives when they are unable to properly support their existing current operations.

· Finally, the well-being of the current employees within the industry has a significant impact when there are a lot of staff quitting as this leads to- extended working hours to fill, elevated stress levels of additional work, and limited opportunities for them to showcase their advancement for promotions, as a result  this can lead to dissatisfaction adversely affecting both the individuals mental and physical health.

Recommendations:
Question 3-What strategies work well for attracting and keeping employees within the hotel industry?

To tackle the urgent problem of staff shortages in the hospitality sector and reduce its negative impact- a range of comprehensive recommendations is proposed. These recommendations aim to improve various aspects of the industry. 

· Workforce-development 
· Recruitment  
· Public awareness & working conditions (Skills for Care, 2024).

Firstly, hospitality businesses should make substantial investments in additional training/development programs to bridge the skill gap, working closely with:

· Local educational institutions should offer hands on practical internship opportunities and training. 
· Promote ongoing education and to enhance professional certifications/ developments. 

Secondly, it is essential to prevent competitors from seizing opportunities to gain an advantage. This aspect has been addressed in the pestel analysis. 
[bookmark: _Hlk181228497]Finally, the hotel sector, should explore into looking for alternative-recommendations/solutions to alleviate staff shortages, research indication from (Global Care, 2024) believes that this may be achieved  by:

· Offering additional employee bonus

· Offering meals that are free for employees and their families along with meals that are free for their children would be a valuable benefit for staff, especially given the rising cost of living. 

· Offering a vehicle as a transportation option can improve staff movement to and from work, especially in the case of increased levels of strikes and delays within the UK. For example, providing a paid taxi service for those particular employees that are impacted by this effect can be the solution to retain staff rather than permitting them to depart from the company.  This approach may pave the way for further development, as it is crucial to address every need to enhance staff retention. 


· Managers can strengthen both traditional and modern development methods by offering additional coaching and mentoring to their team members. Signing a mentor to each staff member fostering a social support that creates a cohesive communication system that enhances engagement between employees and managers.  This approach can lead to improved relationships and higher retention rates (CIPD, 2021).

CONCLUSION:
Overall, the most central and important findings of this research is the results from the Australian case study which emphasises that employees in the hospitality sector frequently face demanding schedules that can significantly disrupt their work life balance. This is a critical area for hotels, and this must  be addressed, incorporating additional practical steps and measures to better support their staff within the industry.

· This viewpoint is shared by other researchers as well. For instance, as mentioned in literature review by (Davidson M.C.G.,et al, 2010)  that disruptions in an imbalanced work environment can create a cycle of burnout and job dissatisfaction. Furthermore, research by (Luther. D 2023) also agrees of this issue by explaining that:

· Achieving work life balance is a challenge for numerous employees, often resulting in burnout that drives them to seek new job opportunities over half of workers report their employers promote weekend or after-hours work, with 30% finding themselves engaged in projects late on making them work into a night shift. This tendency is particularly evident amongst older employees. 

· Flexible scheduling and remote work options are two strategies employers are using to support employees in achieving a healthy work life balance, which can improve staff retention. 

· Over the past 10 years there has been a 400% rise in the percentage of workers who stated that they had no option but to resign from a job due to commuting issues. Addressing this issue through transportation support and acknowledging employee difficulties can be better than allowing staff to resign (NET Suite, 2024). 

· Given the growing mental health crisis, it is crucial to integrate work life balance into a company culture and clearly communicate that all employees can benefit from policies designed to enhance their well-being. Failing to do so mainly to staffing shortages in the organisations that do not prioritise this aspect. To mitigate this risk, leadership should emphasise the importance of effective communication, maintaining an open-door policy, and ensuring that managers are approachable more questions and concerns, thereby fostering a supportive environment that keeps employees satisfied in their roles (Forbes, 2013).
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