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Abstract 
The hospitality industry has been facing serious issues related to staff shortages and labour challenges which make it difficult for them to retain skilled workers and hire them for the long term. The study has explored the impacts and calls regarding the issues by focusing on factors such as low wages, work-life balance, limited career growth and long hours. The secondary data collection method has been implemented by the researcher to analyze the industry responses which include training programs, higher wages and flexible schedules. The PEST and theoretical framework have been evaluated to analyse the topic and strategies to mitigate the issues. The recommendation has been provided for future improvement within the hospitality industry and to retain workers. 
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[bookmark: _Toc190112593]Introduction 
The hospitality industry is one of the most dynamic factors focusing on customers. This sector mainly depends on skilled staff to provide high-quality service to the consumer and ensure their satisfaction level as well as business success. It is analysed that the industry has been struggling with the shortage of staff and challenges related to labour. As a result, resorts, restaurants and hotels in the industry are finding it difficult to retain skilled workers and attract them towards their organisation. As a result, this leads to a decline in operational activities and the service as well as its quality. One of the major problems regarding the issue is the impact of the COVID-19 pandemic which caused a major shift in career. Many workers in the hospitality industry move to other industries due to better pay. For the hospitality sector, the labour shortage is a critical problem as it heavily relies on human interaction and quality service for which skilled staff is needed. Hence, without skilled employees, the business can struggle to meet the expectations of the customer resulting in a lower satisfaction level and a loss in potential revenue. Therefore, it is necessary to address this issue to maintain high performance as well as retain in the industry and ensure success. 
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Labour challenges in the Hospitality sector
The hospitality industry has been known for its customer-oriented work. However, it is facing the issues of a shortage of staff and high turnover rates, leading to a heavy impact on operational activities. This issue has become a concern for the hospitality industry and hotels engaged in the industry as it affects the service quality and the performance of the business (Bajrami et al., 2021). A major contribution towards the issue is the inability to offer a proper work-life balance to the workforce. As per Murray and Holmes (2021), many employees are searching for stable and flexible jobs leading to a shortage of staff within the industry. In addition to this, it is also seen that work-life balance plays a crucial role in retaining workers within the hospitality sector and examining the challenges related to it.
Employees retention and Work-life balance
It has been researched that work-life balance is one of the leading causes of dissatisfaction among employees within the hospital industry regarding their jobs. Unpredictable schedules, long working hours and late night shifts are making it difficult for the employees to manage their personal lives, impacting their job satisfaction level. According to Lam et al. (2022), it has been highlighted that the employees who struggle with balancing their work life are more likely to quit their jobs and shift to an industry which offers flexible working hours and better pay rates. As a result, this leads to an increase in labour shortage within the hospitality industry as many workers prefer other industries that offer better work schedules and work-life integration (Leta and Chan, 2021). Hence, it can be stated that the hotels in the hospitality industry provide better work-life balance to the employees. Therefore, there can be an increase in the retention of employees within the industry and being able to provide an acceptable service to the consumers. 
Role of job satisfaction in staff related to the challenge and shortage
The decision of the employee to stay within the organization depends on the job satisfaction level as they are closely linked. It has been studied that employees who are engaged in the hospitality industry may feel overworked or lack personal time leading to experience of higher levels of stress (Zhong et al., 2021). The demanding nature of the job discourages them from long-term commitment to the organisation and leads to frequent resignations. As per the Yan et al. (2021), it is seen that there are many hotels in the hospitality sector that fail to address the issues and struggle to retain employees within the organisation. As a result, the issues get bigger and lead to challenges related to labour retention and shortage.
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Figure 1: Benefits of Job satisfaction
(Source: Zhong et al., 2021)
Shifts in workforce due to post-pandemic
One of the major issues which led to shifts in the workforce within the hospitality sector is the COVID-19 pandemic. During the pandemic there were many employees who had to work longer due to staffing shortages, resulting in lower job satisfaction and a struggle to balance their professional and personal lives. As a result, there are a significant number of workers who have changed their industry such as moving to the retail industry or others who provide better work-life balance and stability (Stergiou and Farmaki, 2021). It is even analysed that there are many employees who have been underpaid and undervalued regarding their job resulting in lower job satisfaction and leaving the job.
Impact of work-life balance on the well-being of employees
A poor work-life balance affects the retention factor within the organisation heavily. However, it also leads to severe consequences for the health of the employees. As stated by Chen and Chen (2021), the study indicates that hospitality employees who work excessively suffer from higher levels of stress and mental health challenges as well as physical health problems. As a result, this leads to lower productivity and overall dissatisfaction with the job role and responsibility (Goh and Baum, 2021). Hence, it is necessary for hotels or companies engaged in the hospitality industry to prioritise work-life balance and take initiatives to motivate the staff by providing a better working environment and flexible schedules.
Strategies to improve the work-life balance 
The hotel and hospital industry needs to implement some strategies to improve their work-life balance by adopting flexible scheduling which allows the employees to have more control over their shifts. The hotels can offer competitive incentives and salaries to the staff to retain them with the organisation for the long term (Liu et al., 2022). It should also ensure that the employees who are engaged in the hospitality industry are not overworked by hiring sufficient staff as well as providing mental health support and career development opportunities. It is necessary for the hospitality industry to address the ongoing lever shortage by prioritizing work-life balance. Ladkin et al. (2023) strongly suggests that the employee remain in the workplace where their personal commitments and time are being respected. Hence, by focusing on the work-life balance the business can attract skilled employees and retain them for a long period of time. 
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Figure 2: Stratgies to improve work-life balance and retain employees
(Source: Liu et al., 2022)
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Data collection method
The researcher has used secondary data collection methods for analysing the shortage of workers and labour challenges within the hospitality sector. This data collection method is useful for the researcher and is used to access a wide range of data which are reliable without the need for conducting interviews or surveys (Taherdoost, 2021). In terms of secondary data, the existing sources are being analysed such as industry reports, journals, articles and government publications as well as hospitality workforce studies.
Analytical technique
Thematic analysis approach has been used for analysing the data collected regarding the research topic which involves the key themes and identifying the patterns related to the staff shortage and labor challenges. Competitive analysis has also been applied by the researcher to examine the different hotels implementing different strategies to tackle these challenges. 
Framework and tools used
The study has implemented a framework related to work-life balance, job satisfaction and motivation as it is one of the reasons for major drawbacks for staff retention. In addition to this, industry trends have been analysed which helped to understand the labour market shift and expectations of the workforce within the hospitality industry. It also helps to provide a clear understanding of the issues faced by the hotels regarding the shortage of staff and possible solutions to mitigate the challenges. 
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PEST Analysis
	Political factor
	Government policy regarding the labor law and minimum wages directly impacts the stopping activity in the hospitality industry. Many countries heavily rely on migrant workers regarding fulfilling the roles of hospitality but the restriction on the immigration policy leads to the shortage of staff (Farris and Bergfeld, 2023). One example of political impact is Brexit which reduced the number of EUworkers in the UK hotels leading to struggle in recruitment. 

	Economic factor 
	The increase in the living cost of the individuals and rising wages impact the employees as well as businesses. Workers within the hospitality industry left during COVID 19 pandemic for better jobs in the sector of retail or other (Lee et al., 2021). As a result, it leads to shortage of staff and labor challenges within the industry resulting in poor service quality. 

	Social factor 
	The key concern for the employees within the hospitality industry is their well-being, job satisfaction and work-life balance. The hospitality industry offers long-hour jobs and unpredictable shifts which leads to discouragement among the employees to stay within the sector (Chen and Eyoun, 2021). Hence there are several companies who are introducing flexible schedule hours and mental health support to the employees within the hospitality sector to increase job satisfaction levels.

	Technological factor
	The hospitality sector can implement digital tools to help the hotel manage their staff shortage. AI chartboats and self check-in devices can be implemented using the need for the housekeeping staff and front desk staff (Dorta-Afonso et al., 2023). For example, Hyatt and Accor have adopted automation in their service which reduced the reliance on the human staff.


Table 1: PEST Analysis
(Source: As created by the author)
According to the analysis with the help of the PEST framework, the hospitality industry is actively responding to the issue related to labor shortage by changing their policies and increasing wages as well as providing work-life balance.
Theoretical Analysis
[bookmark: _Hlk190111159]Maslow’s Hierarchy of Needs
Maslow's theory suggests that employees have different levels of needs which are psychological, social, safety, self-actualisation and esteem. There are many hotels in the hospitality industry struggling to meet the needs requirements of the workforce mainly at higher levels. Hospitality workers often experience unstable job security, low wages and high workload resulting in lower job satisfaction (Anuyah et al., 2023). Many employees also feel overworked and undervalued leading to a reduction in turnover. The large hotels in the hospitality industry such as Hilton and Marriott have introduced career growth opportunities, better benefits and employment programs to improve the job satisfaction level among the employees. This helps to improve the retention of the staff by benefiting them leading to a better workforce and performance (Bozyiğit, 2021). However, seasonal workers who make up a significant portion of the workforce do not often receive the benefits provided to the other staff.
[image: Maslow's hierarchy of needs - Wikipedia]
Figure 3: Maslow’s Hierarchy of Needs
(Source: Anuyah et al., 2023)
Herzberg’s Two-Factor Theory
Herzberg's two-factor theory divides the satisfaction level regarding the job into two factors which are hygiene and motivators. If the hygiene factors are poor it results in employees being dissatisfied with the company. The jobs within the hospitality industry lack strong hygiene factors due to irregular shifts, lower wages and job insecurity among the employees (Koncar et al., 2022). As a result, the poor working condition forces their employees to leave the job leading to a lower workforce within the industry. Accor Hotels Have raised the wages for the employees and introduced flexible working hours to retain staff within the company. Other hotels such as Hyatt focus on recognising the employees by providing them current advancement opportunities and recognition regarding their hard work. The increase in individuals makes it difficult for the small hotels to compete with the larger hotels as it raises the operating cost (Aprilia et al., 2021). Furthermore, the recognition programs improve the motivation among the employees but do not address the issues such as high stress and long hours they have to work.
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Figure 4: Herzberg’s Two-Factor Theory
(Source: Aprilia et al., 2021)
Human Capital Theory
The human capital theory provides knowledge regarding investing in the development of skills and knowledge of the employees for improving retention and productivity. The employees feel valued at the organisation see more growth opportunities more likely to stay in their jobs and provide acceptable services to the company (Krieger et al., 2021). The hospitality industry often relies on low-skilled labour, high turnovers and seasonal employment which leads to discouragement among the employees regarding long-term commitment towards the hotels. The employees also leave the companies in the sector due to limited career development and opportunities. Radisson and IHG are the leading hotel chains within the industry and have applied leadership training and mentorship programs to upskill the workers. As a result, the workers are encouraged to remain with the companies. However, it is analysed that the training programs provided to the employees benefit them by improving their skills and experience, however, it requires investment and time by the company (McLeod et al., 2022). Many hotels are struggling to implement the initiatives due to the financial constraints faced due to poor staff and service.
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Figure 5: Human Capital Theory
(Source: McLeod et al., 2022)
[bookmark: _Toc190112597]Conclusion
The hospitality industry struggled with labour challenges and staff shortages which made it difficult for them to retain skilled employees within the organisation. There are several factors which contribute towards the issues which include low wages, poor work-life balance, long hours and limited career growth opportunities. The hospitality sector is facing issues related to labour shortage which also impacts its service quality and business operation as it heavily relies on skilled workers. The research shows that work-life balance makes employees leave hospitality jobs. The study has highlighted the factors which lead to dissatisfaction such as irregular shifts, long hours and stress. However, there are some hotels which have provided solutions regarding this by introducing current development programs high vigils and mental health support. Thematic analysis has been used to identify the key patterns which help to understand the strategy for employee retention within the sector. Furthermore, the PEST analysis helps to understand the response of hotels towards flexible working policies, wage increases and automation and remain challenging within the environment to achieve success and growth. The study shows by using Maslow's hierarchy of needs, Human capital theory and Herzberg's factor theory that employees leave because of poor job security, lack of training opportunities and low motivation. Therefore, it is necessary for the hotels to respond with better recognition programs, wages and upskilling which may take time and can be expensive. Therefore, the combination of better working conditions, high wages, flexible schedules and career development is needed to address the labour shortage issue in the hospitality sector effectively and efficiently. 
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The challenges related to staff shortage and labour needs to be addressed. Hence, the hospital industry must adopt a combination of long term and short term strategy to attract employees and motivate them.
· The hotel seems to improve work-life balance by introducing flexible working hours where the employees have more control over their working shifts (Han, 2022). This helps to reduce excessive overtime and provides rest days to prevent stress. The health to implement mental health programs to support the staff.
· The organisation within the hospitality industry can offer competitive salaries and benefits to the employees while matching the standard as well as offer regular pay reviews. It may also introduce retention incentives and performance-based bonuses (Messabia et al., 2022). There are some additional benefits which can also be provided to the hospitality industry such as retirement plans, health insurance and childcare support to encourage them to retain them within the industry.
·  Mentorship programs and structured training can be provided to employees to develop their skills and improve jobs satisfaction level. It also offers clear career progression paths to the employees by encouraging them to stay with the company in the long term (Sun et al., 2021). Furthermore, it can also partner with the hospitality university and school to attract younger talents towards the sector.
Hence, it can be stated that by implementing these strategies the hospital industry can reduce the turnover by attracting more skilled workers and creating a sustainable workforce for the future growth and success.
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