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Abstract 
This dissertation investigates how workload, stress, and quality services of employees can be experienced because of staff shortages, and some of the means by which such a dilemma can be managed in the hospitality sector. Chapter 1 provides the background of the research, indicating that management of the workforce in the hotel context is crucial, the motivation of the research, the goals, objectives, and aim questions of the research. The chapter as well illustrates the logical problem statement of the staffing problems and their effects on the operations. The Chapter 2 represents a literature review available in the field that encompasses the key notions and theories of human resource management, employee well-being and service delivery. It reasons how the issue of staffing shortages contributes to workload increment and stress and low service quality and how organizations will handle the issue of workforce shortage to serve the organization in the most optimal way. The empirical investigation is premised on the conceptual framework and gaps in the research. Chapter 3 presents the strategy employed in the research that was qualitative research, a research philosophy, methods employed in the collection of data, methods employed in the analysis and a discussion of the limitations of the research.  This particular dissertation is focusing on the impact of staffing, shortage on employee workload and service delivery in hotels using secondary research methods. Existing studies, industry, data and reports were reviewed to understand how low stuffing levels affect employee stress, service quality, and work pressure. 
In Chapter 4, the results are given and discussed based on four major themes, which are, staffing shortages, workload and stress effects, service quality and customer satisfaction and management of staffing challenges. The argument is a combination of empirical findings and theoretical perspectives. The findings show that staff shortage sometimes leads to longer working hours, reduced job satisfaction, and higher stress level. The findings show that staff shortage sometimes requires longer working hours, reduced job satisfaction, and higher stress levels. Along with this service, quality and customer satisfaction are intended to decline due to slower service and increased error. This study also identifies strategies suggested in literature in order to manage staffing challenges more effectively. The research also shows the importance of proper staffing for employee, well-being and hotel performance.
The final Chapter 5 is the conclusion of the research, the recap of the research and examining the performance of the research goals, the results and conditioning recommendations, which are applicable in the real-world context. The advices include to address the staffing plans, work-load balance, employee well-being, quality monitoring of service and better retention. The conclusions suggested in the dissertation contain also the recommendations regarding the further works, emphasizing that the practical way of managing the workforce and ensuring the operational performance and customer satisfaction in hospitality sector remain to be identified.
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[bookmark: _eh6eyw1l8eyf]Chapter 1: Introduction 
[bookmark: _k2x8jpvhl9qa]1.1 Background 
The hotel industry is playing an important role in the starving sector and depends too much on employees to deliver quality services to guests. In recent years, many hotels have been facing serious staffing shortages as it has been observed from NCBI (2020) report that after COVID-19 pandemic, almost 25 to 30% of hotel employees did not return to the hospitality industry, which is creating pressure on remaining staff. As a result of this, very few employees are expected to manage the same or even higher workload. When there are not enough employees, hotel employees sometimes need to work long hours and cover multiple roles as well as complete tasks in a short time (Piso, 2022). Housekeeping staff may need to clean more rooms for shifts while the front desk and restaurant employees need to manage many customers together, and this particular situation is responsible for creating increasing stress, tiredness, and job dissatisfaction among employees. Along with this, it can also affect how effectively services are provided to guests. Service delivery in hotels is closely connected to staff availability, and if employees are given depression of more than they usually do then services can become slower, customer satisfaction can reduce and mistakes can happen (Shoukat et al., 2025). It has been observed that hotels with low staffing levels sometimes receive more customer complaints related to waiting time and cleanliness, so staff staffing shortage not only affects employees, but also the performance of hotels.
[bookmark: _ed0s0fo02wwt]1.2 Rationale 
The reason for choosing this particular topic is because staffing shortage is becoming a common problem in the hotel sector all over the world. Many hotels are struggling to recruit and treat employees because of low wages, high job pressure and long working hours. According to Linkedin data, (2026), almost 70% of managers reported difficulty in finding a vacant position in 2023, and it shows how serious the problem has become.
Employee workload and surface quality are important areas that directly affect hotel success. When employees are overloaded, their health and motivation can decline and this can lead to higher staff turnover that further increases the shortage problem (Bilderback, 2025). At the same time, guests can receive poor services that can harm the reputation and profit of the hotel. This study is really important because it helps in collecting as well as analysing existing information to understand these impacts carefully. Primary research can take a long time and resources. So secondary research is a practical and most effective method here.
[image: ]
[bookmark: _q3892uomfadw]Figure 1: Nearly 80% of people feel unprepared to find a job in 2026
(Source: Linkedin, 2026)
[bookmark: _n5m9vvtxvmds]1.3 Research Aims and Objectives 
Aims
The research paper aims to explore how staffing shortages affect employee workload and service quality in hotels using secondary research.
Objectives 
· To look at the existing studies on staffing shortage in the hotel industry
· To analyse how staff shortage affect employee workload and stress
· To discuss the impact of low staffing on service quality and customer satisfaction
· To identify strategies suggested in literature to manage staffing challenges effectively. 

[bookmark: _2roa4sarigzy]1.4 Research Questions 
· How staff shortage affects employee workload and stress?
· What are the impacts of low staffing on service quality and customer satisfaction?
· Which strategies help to manage staffing challenges effectively?

[bookmark: _fibukzao36c]1.5 Problem Statement 
Hotels are facing serious problems. Staffing shortage that increases employee workload and stress while reducing service quality. Overworked employees struggle to meet guest needs that are leading to complaints and poor experience (Shinde, 2025). There is limited company understanding of how shortages affect both workload and service delivery together through secondary research.
[bookmark: _i4t4gkl4yu19]1.6 Dissertation Structure 
[image: ]
[bookmark: _rhqheyoobs7y]Figure 2: Dissertation Structure 
(Source: Self designed)


[bookmark: _6as743u2ysdw]Chapter 2: Literature Review 
[bookmark: _o83qqnk5cdaq]2.1 Introduction 
Literature review is an important chapter as it helps in reviewing the existing studies on the staff shortage in the hotel industry. It focuses on how low staff numbers affect employee workload, service, quality and stress level. Information is collected from academic journals, previous research and industry reports and the purpose is to understand current knowledge on this issue and identify important ideas and findings that support this study.
[bookmark: _ekopt6bsnwaj]2.2 Concept 
According to Bardukova, (2022) staffing shortage in hotels refers to the situation where there are not enough employees to meet daily work needs, but this happens when employees leave the industry, hotels reduce staff to save cost and very few people apply for hotel jobs. When staff numbers are low, remaining employees need to take on extra tasks and long shifts that increase workload and sometimes create physical and mental pressure. Employee workload is the amount of work that an employee needs to complete during the working hours. This kind of work in the hospitality industry may include serving guest cleaning rooms, solving customer problems and managing booking as discussed by Tavitiyaman et al., (2022). When this workload becomes too heavy or out of the pressure, then service quality naturally drops and guest experience becomes poor that may cause slow service mistakes and poor cleanliness.
[bookmark: _92mqpnu5e6kz]2.3 Theories used
One main theory used is the Job Demand and Resources Theory that helps in showing that when job demands such as workload and time, pressure, increase and resources like staff support are low, then employees can feel stressed and tired. In hotels with very few employees, employees have more tasks to complete that can reduce their performance and motivation as stated by Demerouti and Bakker, (2023).
[image: ]
[bookmark: _1v062sjteqpm]Figure 3: Job Demand and Resources Theory
(Source: Demerouti and Bakker, 2023).
Another useful theory is the Service Quality Theory that suggests good service depends on employee ability, attitude and availability. In the opinion of Al-Refaei et al., (2023) when hotels do not have enough staff, then employees can rush tasks or mistakes can happen that can reduce service standards. Guests can feel dissatisfied because of slow service or poor cleanliness. The Motivation Theory is another effective theory as Gagné et al., (2022) suggested that this theory explains employee performance has become better when they feel supported and not over worked. However, staffing shortage can cause pressure and low job satisfaction that is leading to poor work outcomes.
[image: ]
[bookmark: _7e1xxryd7gd1]Figure 4: Service Quality Theory 
(Source: Al-Refaei et al., 2023)
[bookmark: _ba2rmtuk5hu0]2.4 The way staff shortage affect employee workload and stress in hospitality industry 
In the opinion of Birdir and Sahilli Birdir, (2024) Staff shortage in hotels directly increases the workload of remaining employees. When there are very few employees available, staff are expected to complete more tasks within the same working hour. Housekeeping staff, for example, can clean more rooms per shift than the whole restaurant. Employees can serve more at once, and this extra pressure sometimes leads to physical tiredness and less rest time during the shift as explained by Grigoryan, (2024). As workload increases, so also stress level rises among employees and employees can feel concerned and rushed about making mistakes. This particular thing makes the employees unable to meet the service expectations. Long working hours and heavy duties can cause mental stress, burnout, and low motivation and in some hotels, employees report feeling unhappy and frustrated because they are constantly under pressure. Abd Hadi et al., (2023) stated that stress can also affect employee health. Some employees experience headaches, emotional exhaustion, and sleep problems because of continuous workload and when stress levels are too high, staff can start thinking about leaving their job, which increases staff turnover that makes the shortage problem even worse. Stressed employees can struggle to focus on their work, and this can lead to slower service, poor communication, and mistakes in order as suggested by Salama et al., (2022).
[bookmark: _lwgg6vpj4xac]2.5 The impact of low staffing on service quality and customer satisfaction 
Low staffing levels in hotels have a strong impact on house services being delivered to guests. According to Papademetriou et al., (2023) when there are not enough employees, then daily hotel operations become slower and less organised and this causes employees to rush to complete their task at the same time to take loads of additional tasks that can reduce the quality of their performance and work. For example, rooms may not be cleaned properly, customer requests can take longer to manage and food services can be delayed as explained by Candra et al., (2023).
Service quality depends a lot on employee availability and attention. When employees are over, they can feel tired and lose focus and this can lead to mistakes such as wrong food order for communication with guests and missed booking. It has been observed by Sun and Pan, (2023) that hotels with low staff numbers usually receive more complaints related to waiting time, poor customer service and cleanliness. It has been also mentioned that customer satisfaction courses dropped by almost 15% in hotels who are facing serious staff shortage. Customer satisfaction is closely connected with the entire experience of the guest because when service is low or problems are not solved quickly, then guests can feel disappointed. Gazi et al., (2024) argued that this can result in negative online reviews and lower possibilities of repeat visits. In the digital world today, poor reviews can strongly affect the reputation of a hotel as well as future bookings. Low staffing also limits personal attention on guests because employees may not have enough time to answer questions or the internet politely, or offer extra support that can reduce the feelings of control and care that many guests expect from hotels (Kalnaovakul and Promsivapallop, 2023).
[image: ]
[bookmark: _p4r0e03ccpa1]Figure 5: The impact of low staffing on service quality and customer satisfaction in hospitality industry
(Source: Papademetriou et al., 2023)
[bookmark: _qg1dc09exj2s]2.6 Different strategies help in managing staffing challenges effectively 
Hotels use different types of strategies to deal with staffing shortage and reduce workload pressure. One important strategy suggested by Urme, (2023) is improving pay and benefits to attract more employees. Some hotels offer higher hourly wages, flexible working hours and bonuses to encourage people to join and stay in the job.
Another strategy is staff, training and skill development as stated by Phillips, J. (2023). When employees are trained to perform multiple roles, hotels can manage operations better even with very few employees, such as a staff member trained in both front desk and restaurant service can help during busy times. Using technology is also becoming popular because hotels now use online booking system, Digital cleaning schedule and self check in machine and these tools are responsible for saving time and reducing employee workload that allows staff to focus more on guest service, improving working condition is another important method where managers try to create supportive environment, regular breaks and fair shift schedule that helps to reduce stress and improve job satisfaction as explained by Štilić et al., (2023). Some hotels also hire part-time or temporary employees during business seasons that help to cover high demand periods without increasing long-term cost.
[bookmark: _wv3io3txixcs]2.7 Conceptual Framework 
[image: ]
[bookmark: _k0tiquujwo8d]Figure 6: Conceptual Framework
(Source: Self designed)
[bookmark: _84gxf8qpggm8]2.8 Research gap
Many studies have discussed staffing shortage in the hotel industry focusing on employee turnover and recruitment problems. Some research has also examined work stress and service qualities separately, but there is limited research that clearly connects staffing shortage with both employee workload and service delivery at the same time (Wen et al. 2020). Most studies focus on areas rather than showing how these issues are connected together. Along with this, there are many studies that are based on primary data from specific hotels that cannot replace wider industry trends. There is a lack of updated secondary research that combines recent industry reports with academic studies. So this study is intended to cover this gap by reviewing existing literature to understand the entire impact of staffing, shortage on workload and service quality in hotels (Wen et al. 2020).
[bookmark: _wkvav5cfynug]2.9 Summary 
This particular chapter successfully reviews important concept theories and previous studies related to staffing shortage in hotels. It explained how low staff members increase employee workload and stress and how this affects service quality and customer satisfaction. Different strategies used by hotels to manage staffing challenges were also discussed, and this chapter. Also identify research gaps that support the need for this secondary research study. 



[bookmark: _q5a71u8boi46]Chapter 3: Research Methodology 
[bookmark: _k7a1p9mcwi5d]3.1 Introduction 
This particular research paper is following the research onion model in order to explain the entire research design in a clear and organised way. Each layer of the model helps to show how the research was planned and conducted by using secondary data.
[bookmark: _k2upimrdrkqk]3.2 Research philosophy 
The philosophy that has been used by the researchers for this particular research paper is interpretivism. This particular philosophy focuses on understanding ideas, experience and opinion shared in the existing studies and as research does not involve direct contact with people. It depends on previous research case studies and reports to understand how staffing shortage is continuously affecting hotel employees and service delivery. This particular approach helps to explore real situations discussed by other researchers (Collis and Hussey, 2014).
[bookmark: _wbxd6rth6ejq]3.3 Research approach 
Deductive approach is applied in this study by researchers because this research starts with existing theories that are related to service quality, workload and stress and all these theories are then examined by using secondary sources to see how they explain staffing shortage problems in hotels. This particular approach is really helpful in connecting theoretical ideas with real hotel situation (Saunders et al., 2012)
[bookmark: _5fshnz9b1rls]3.4 Research strategy 
The main strategy that has been used by researchers is the case study approach. This includes reviewing real hotel examples already discussed in published studies and case studies allows detailed understanding of how staffing shortage is continuously affecting daily hotel operations. They show real employee experience, service problems and workload pressure. The advantage of case studies is that they provide deep and practical information. They help in connecting theory with the real situation. But some case studies focus on specific hotels so reserve cannot represent the entire industry (Veal, 2006).
[bookmark: _4n7umteo3vbt]3.5 Research choice 
This study uses qualitative secondary research where the data comes from existing written sources instead of any type of interview or survey. Academic journals, reports on hospitality and previous research papers are the main sources. This method is useful because it allows access to a wide range of information and saves time and cost. It also helps to compare different findings across many studies (Bryman 2008).
[bookmark: _sroou292nxck]3.6 Time horizon 
A cross sectional time horizon is used by the researchers where the research looks at data collected from different studies within a certain period of time instead of following changes over many years. Most of the sources used Sentu that helps in ensuring updated information about staffing issues in hotels (Cottrell, 2014).
[bookmark: _4ottr1tqirc4]3.7 Data Collection method 
Data has been collected from many sources, including academic journal, government publication, hospitality, industry report, and previous case studies. Sources are selected carefully depending on relevance and reliability (Cottrel, 2011).
[bookmark: _9nbr4oi1eea8]3.8 Data analysis technique 
Thematic analysis is used in order to analyse the data that helps to organise findings clearly and make comparisons across different studies (Grbich, 2006). Information is grouped into main themes such as
· Employee workload
· Service quality issues
· Stress and burnout
· Staffing management strategies
[bookmark: _jb5q0y4q1133]3.9 Advantages and limitation
The main advantage of this method is that it provides digital understanding using a wide range of sources, and it also proves practical within a limited time. Imitation is that some information may be outdated or depend on specific hotel cases, and in order to deduce this risk resend and trusted source as well given more priority (Marshall, 2015).
[bookmark: _magnzdbbholw]3.10 Summary 
The research onion model with a secondary qualitative case study approach provides a suitable and effective method to meet the research objectives and explore the impact of staffing shortage in hotels. 


[bookmark: _rhcnmbtn7f8e]Chapter 4: Findings And Discussion 
[bookmark: _fcws8lfpfga7]4.1 Introduction 
This particular chapter presents the findings that have been observed from the literature review. The results are organised around four main themes that are directly connected to research objectives and these themes, helping explain employee workload and stress, staff shortage, management strategies and service quality impact. The discussion is focused on secondary sources and patterns identified from previous studies and industry reports.
[bookmark: _ft70vo5szw2a]4.2 Findings 
[bookmark: _xjwlpqzfkfzi]4.2.1 Theme 1: Staffing Shortage In The Hotel Industry 
It has been observed from the claim of Birdir and Sahilli Birdir, (2024) that stuffing shortages in hotels are caused by several connected factors and one important reason is low pay compared to workload and working hours. Many hotel employees left the industry because they failed. The job was physically demanding but not financially rewarding. Recruitment also became difficult because of changing labour market expectations. According to Grigoryan, (2024) labour market trends show that younger employees now prefer flexible jobs and remote work that hotels cannot always provide. Hospitality jobs need physical presence, night duties, and weekend shifts. Because of this the industry struggles to attract new employees and in some reports, it has been observed from the NCBI, (2020) report that almost 30% of hospitality businesses claimed that they were operating with very few staff than required. The post-pandemic period made the situation worse because during COVID-19 pandemic, many employees lost their jobs and moved to other sectors such as retail and logistics. A large number did not return and studies show that around one in four hotel employees left the industry permanently after the pandemic. The findings from the opinion of Abd Hadi et al., (2023) is that travel demand increased again, but staffing levels did not recover at the same speed. As a result many hotels respond with limited workforce capacity. The findings also show that staffing shortages are not temporary, but they are connected to work pressure, veg concern and changing labour expectations that is creating long-term operational challenges for hotels.
[bookmark: _iyvyfgydus8h]4.2.2 Theme 2: Impact On Employee Workload And Stress 
The review of Salama et al., (2023) also shows that staffing shortage increases employee workload. Whenever very few employees are available, remaining staff must manage extra duties like housekeeping staff, clean more rooms, front desk staff manage multiple guest requests at once and restaurant employees serve more details. Break times are sometimes reduced and shifts cannot become longer than planned.
According to Papademetriou et al., (2023) this increase in duties creates stress and physical pain. Exhaustion and employees are feeling rushed as well as concerned about making mistakes. It has been also observed that heavy work chloral leads to burnout that includes emotional tiredness and reduced motivation. In some hospitality the maximum number of employees reported feeling highly stressed during the busy season as suggested by Candra et ak. (2023). Job dissatisfaction becomes common. When staff feel unsupported and employees can believe Management does not understand their pressure. Because of this many employees consider leaving their job that is creating a staff underwork cycle and when employees leave what increases for remaining employees. The cycle continues and makes recovery difficult. The findings from Sun and Pan, (2023) also suggest that staffing shortages directly affect employee well-being. High stress levels reduce focus and energy that influence service delivering and this is showing that employee workload and stress are strongly connected to staffing level in hotels. 
[bookmark: _kto1dcs0lboc]4.2.3 Theme 3: Impact On Service Quality And Customer Satisfaction 
Gazi et al., (2024) showed that there is a clear connection between long staffing levels and decline in service standards. When hotels separate with very few employees, it becomes difficult to maintain expected quality level. Rooms may not be cleaned on time, guest requests can be delayed and restaurant service can slow down, so these small issues can build up and affect the entire experience.
Operational inefficiency is another common outcome as stated by Kalnaovakul and Promsivapallop, (2023) Tasks that normally need two or three staffing members are sometimes managed by only one person and this increases waiting time at reception, desk and restaurants. The check in and check out process can take longer than usual and visit. Season delay becomes more visible. Some studies like Urme, (2023) reported that service response time increases in hotels facing serious staff shots. Customer complaints also rise when service standards drop. Online reviews sometimes mention slow services, lack of staff support and unclean rooms. Negative reviews can damage hotel reputation quickly, particularly through digital platforms and risk is serious because guest decisions are strongly influenced by ratings. Phillips, (2023) suggested that when customer satisfaction decreases, repeat booking can decline and the findings shows that service quality is closely connected to staff availability and employee condition
[bookmark: _27gyh992j9km]4.2.4 Theme 4: Strategies To Manage Staffing Challenges 
There are so many strategies suggested to manage staffing shortage in hotels like recruitment and retention strategies are first thing to discuss. Hotels that improve wages, offer clear development opportunities and provide incentives are more intended to attract more employees. Some reports also suggest that retention improves by almost 15% when employee working conditions are improved as shown from the data of Linkedin, (2026)
According to Stulic et al., (2023) training and multiskilling is another important approach. When employees are trained to perform more than one role, hotels become more flexible during busy hours such that a staff member trained in both reception and food service can assist when needed. This reduces pressure on a single department. Technology is also used to reduce workload. Tavitiyaman et al., (2022) discussed that self check-in kiosks, digital room management tours and online booking systems help in saving time. Technology cannot replace human service completely, but it can support staff efficiency. Flexible staffing models such as seasonal, hiring and part-time employees are also applied. These models allow hotels to adjust workforce size, depending on the demand and together these strategies help hotels to manage staffing challenges more effectively.
[bookmark: _ysjhqrgkrqc]4.3 Discussion 
The findings of this particular study can be better, understood and connected to the theories discussed earlier. The job demand and resource theory help in explaining that job demand increases and resources decrease employees, experience, stress and reduce performance as suggested by Demerouti and Bakker, (2023). The findings strongly support this idea. In many hotels, staffing shortage reduces available human resources while job demand such as guest service and room preparation remains high as a result of which workload increases and stress level rises. This helps in confirming that when employees are not supported with enough staff, performance, and well-being are affected equally.
Al-Refaei et al., (2023) also stated that service quality theory also helps in explaining the result because it suggests that good service depends on availability, interaction, quality and energy. From the findings it has been observed that when staff are overwhelmed, then service delay and error become more common. This is matching the theory as four people condition leads to lower service standards. Customers can notice slow response time and less attention that reduce satisfaction. So staffing shortage influences customer experience through employee pressure. There is a clear connection between staffing, shortage, service, quality and workload stress. It has also been observed from the findings. Low staff numbers increase duties for remaining employees, then stress and burnout develop as shown by Gagné et al., (2022). Service quality declines because tired employees cannot maintain the same level of attention and connection appears across different studies and reports. However, some literature suggests that strong management support can reduce stress effects even during staff shortage and this shows that staffing numbers are important, but leadership style also matters. Most findings connected with existing research in hospitality management. Gazi et al., (2024) agreed that post pandemic labour decline has created serious operational problems and the data NCBI (2020) shows that almost 25% work for reduction after COVID-19 is supported by multiple industry reports. However, some older studies focus mainly on recruitment challenges and did not completely explore workload stress. More recent literature like Grigoryan (2024) shows mental health and burnout are important issues that are showing research. Focus has slightly shifted along with time. The implications for hotel operations are significant. Hotels cannot focus only on reducing cost by limiting staff number. While cost control is important, long-term service quality depends on having enough trained employees and if workload remains very high, then turnover increases and recruitment becomes difficult. Kalnaovakul and Promsivapallop (2023) suggested that operational planning must balance staff level with expected demand and managers must monitor employee stress and service performance together. Ignoring one can damage the other. For a placement hotel context, the critical areas include efficiency in housekeeping, effectiveness in front desk and restaurant service flow. These departments are directly affecting the hotel and staff numbers drawn so if employees are constantly under pressure then mistakes can increase. Even small service failures can influence guest satisfaction, so the hotel must focus on realistic staff scheduling and better support systems as shown wn from different discussion by Papademetriou et al., (2023).
However, this particular study has some limitations because it is based on secondary research. The research depends on already published information and there is no direct data collected from specific sources that means finding general industry patterns rather than one exact location. Some reports can also be slightly outdated, although recent sources while prioritised and complete accuracy cannot be guaranteed (Marshall, 2015). Also, secondary research does not allow direct measurement of employee motion or current hotel performance. Despite these limitations, the discussion shows strong agreement between theory and literature findings. Staffing shortage, clearly influence, workload and stress that lit affect service quality. For hotel operations, this is creating both human resources and performance challenges and the study shows that staffing issues are not only about hiring more employees but also about improving support systems, employee well-being and work planning. 
[bookmark: _2f34g6990cus]4.4 Summary 
This chapter presents findings from the literature on staffing shortage in hotels. It is showing how low staff numbers increase, workload and stress that then affect service quality and customer satisfaction. Their discussion connected these findings to relevant theories and Hotel operation and it also shows practical challenges and limitations of using secondary research.





[bookmark: _2bfdrsi7pl5m]Chapter 5: Conclusion and Recommendation 
[bookmark: _ltranpwd2gnl]5.1 Conclusion 
The main purpose of the study was to investigate how stopping shortages affect employment, workload and service delivery in hotels by using secondary research. The research is intended to understand the cause of staff shortage, explore how these challenges influence service quality, examine their impact on employees and customer satisfaction. It also intended to identify strategies that hotels use in order to manage staffing problems more effectively.
The findings show that staff in the hotel industry are infused by several factors. Low wage, physically demanding tasks and long working hours are making hospitality jobs less active to many employees. After the COVID-19 pandemic, a large number of employees left the industry and did not return. From reports, it has been observed that almost one in four hospitality employees moved to other sectors during this particular period. Even though travel demand recovered, workforce numbers did not increase in the same way and this is creating a gap between labour supply and service demand. This clearly shows that staffing shortages increase employee workload and few employees are available. Remaining employees are expected to perform additional tasks. Housekeeping staff, clean more rooms, front desk employees need to manage longer queues and restaurant staff manage more tables. This is creating pressure and sometimes leads to physical and emotional tiredness. The literature frequently mentions burnout and job satisfaction as common outcomes and some studies also report that more than 40% of employees experience high stress during busy seasons. Another important finding is the strong connection between employee workload and service quality. When staff are overworked and service standards are difficult to maintain. Delay becomes common, guest complaints rise and mistakes increase. Online reviews sometimes reflect this satisfaction related to slow service and lack of attention. Customer satisfaction also occurs when employees cannot provide timely and friendly services that are affecting hotel reputation and long-term business performance. The T-shirt shows that staffing shortage is creating a cycle and workload increases stress and this particular stress leads to dissatisfaction. Dissatisfied employees leave their jobs and when they leave, the workload becomes even more heavier for those who are remaining there. This particular cycle makes recovery difficult for hotels. At the same time, the study also identifies possible solutions discussed in the literature and some of the commonly suggested strategies are improving pay investing in training, offering flexible schedules and using supportive technology. Multi-skilling employees and hiring part time staff during busy hours can reduce pressure, but these strategies must be carefully planned to avoid creating new workload problems. The main perspective from the study is that staffing shortages are not only a recruitment issue, but they directly affect employee well-being and service quality. Hotels cannot focus only on cost control without considering human resource capacity. Proper staffing planning, realistic workload, distribution and employee support are important for maintaining good service standards. This indicates that staffing shortages remain a serious and non-challenging hotel industry and if not managed properly, then they can weaken both customer satisfaction and employee performance. So hotels, balanced workforce strategies that support both operational efficiency and employee well-being. 
[bookmark: _y7f6n4jm0hzb]5.2 Meeting All The Four Objectives 
It can be said at the end that all the four objectives are met successfully in this research paper. The first objective of the study was to review the existing studies on staffing shortage in the hotel industry. This objective was achieved with the help of a literature review chapter where economy, general, hospitality survey industry reports are examined well. The review identified important causes of staff shortage such as long, working hours, low wage and post pandemic workforce decline. It also included labour market data showing that almost 25% of employees left the industry after COVID-19. By analysing these sources, this study helps in gaining a clear understanding of how serious the staffing issue has become.
The second objective was to examine how staff shortage affects employee workload and stress. It was done by reviewing previous research focused on employee experience in hotels. The literature showed that when staff members decrease the remaining employees need to take the responsibility of additional duties. Many studies also reported high stress levels and burnout, particularly during the busy season. The connection between heavy workload and emotional exhaustion was clearly explained in the review. The use of job demand and resource theory help in interpreting these findings. Showing the impact of staff shortage and employee wellbeing was completely explored through secondary evidence. The third objective was to analyse the impact of low staffing on service quality and customer satisfaction. This objective was made by examining studies related to service delay, online review and customer complaint. The literature also showed that reduced staff numbers sometimes lead to slower service, lower guest satisfaction, score and more mistakes. In some reports, customer satisfaction dropped by almost 15% in hotels who are facing serious labour shortage and by reviewing these findings, the study was able to explain how employee pressure is directly influencing guest experience.
The fourth objective was to identify strategies suggested to literature in order to manage staffing challenges effectively. This was by analysing research on recruitment, practice, training program, employee retention strategy and technology use. The review also shows practical solutions such as a flexible staffing model, improving working conditions and multi screening employees and all these strategies were discussed in relation to hotel operation and performance improvement.
[bookmark: _fmrx96x0zhvg]5.3 Recommendation 
Depending on the findings of this particular study, many practical strategies can be suggested that can help hotels to manage staffing shortage more effectively. These recommendations focus on realistic improvement that can support both employees and service performance. 
[bookmark: _9thda7ty50z8]Staffing planning improvement 
Hotels can improve workforce planning by analysing demand patterns more carefully. Occupancy date, even bookings and seasonal trend can be studied in advance to estimate staffing needs and instead of reacting only when shortages occur. Managers must be flexible. Staffing plan. Workforce forecasting tools can help to predict busy periods. Hiring part-time or temporary employees before peak seasons can reduce last-minute pressure and proper shifting scheduling must also be applied so that staff are not overloaded during high demand days. It is also important that managers review staff to room or staff to guest ratio regularly. If one employee is responsible for too many tasks, then quality will suffer. Realistic staffing level must be maintained. Even when cost control is a concern. 
[bookmark: _5daz4udhp4l5]Workload balancing 
Balancing workload across departments is important. Some of the departments can be overloaded while others are underused. Managers can cross train employees to perform multiple roles, such as staff trained in both front desk and guest. Services can support each other during busy hours that can help in reducing pressure on the team. Break time must not be ignored. Even during the peak season, a short rest period must be provided. Continuous long shifts increase mistakes and reduce focus. Task distribution must be reviewed weekly to ensure fairness. If workload becomes too heavy then adjustment must be made quickly.
[bookmark: _cy3avenalja2]Employee well-being support 
Employee well-being must be treated as a priority. Stress management programmes and open communication channels can share concern. Listening to staff feedback helps in identifying problems early. Simple well-being initiatives such as fair overtime payment, flexible shift and recognition programs can improve motivation. When employees feel valued and supported at their job, satisfaction increases and this can help in reducing burnout and improving performance. 
[bookmark: _xislkgqjj5qa]Service quality monitoring 
Service quantity must be monitored continuously in order to detect early signs of decline. Hotels can use guest feedback forms and online review analysis as well as internal quality Check in order to measure service performance. If complaints related to delay, cleanliness increase then staffing needs to be reviewed. Performance indicators such as room readiness, rate, response, time and customer satisfaction score need to be tracked regularly. Managers must not wait for negative reviews to act and monitor corrections and prevent damage to reputation. Regular training sessions on service standards can also help maintain quality even when staff numbers are are limited employees must clearly understand service expectations.
[bookmark: _474plymjcs5i]Retention strategies 
Retention is sometimes more cost-effective than recruitment. Hotels must focus on keeping experienced employees. Career growth, opportunity, competitive wage, and clear promotion path can encourage staff to stay. Recognition programs that reward good performance can improve loyalty and work environment also matters a lot in this context. A respectful and supportive management style helps in reducing turnover. Employees who feel respected are less interested to leave even during busy periods. Exit interviews can provide useful information about why employees are living and understanding. These reasons. Hotels will be able to adjust policies and prevent future losses. These recommendations are intended to create a balanced and supportive work environment. Proper workload management, staffing planning, service monitoring, employee, well-being, support and retention strategies together can help hotels manage staffing shortage more effectively and maintain stable service performance. 
[bookmark: _eyw6c0ezy0d5]5.4 Future Scope 
This particular research paper is based on secondary research. So there is clear scope for future primary research. Direct interview or survey with the hotel employees can provide a more detailed understanding of how staffing shortages affect the daily work life continuously. Personal experience can show emotional stress and operational challenges more clearly than the published report. Researchers can collect real-time data from different departments to gain an updated perspective. There is also a need for industry specific case studies such as budget, hotel, luxury hotel and resort properties can experience staffing shortage in different ways. A detailed case study of one hotel type can provide more focused and practical findings and this will help managers to apply solutions more directly. Long-term work force planning research is another important area where future studies can examine how hotels can prepare for labour shortage over 5 or 10 years and this can include analysing education trend automation impact and employee expectations. Comparative studies in different regions will also be useful. Staffing problems in one country can be different from the other because of the economic and cultural factors. So comparing regions can also provide more detailed understanding and balanced workforce strategies. 
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Section P: Research Data Management Plan

	1
	Data Summary

	

	2
	Responsibilities

	Keep data unbiased

	3
	Assessment of existing data

	Literature, hotel policies (if permitted), staffing/service background info; secondary data fills knowledge gap.


	4
	Management and curation of data

	Label files by date/type; codebook for themes; version control.


	5
	Quality assurance of data

	Check completeness; remove identifiers; accurate transcription notes (if used).

	6
	Short-term data storage

	Password-protected laptop/OneDrive; access only researcher; backups weekly.

	7
	Long-term data storage and preservation 

	Keep anonymised dataset and summary themes only.


	8
	Documentation and metadata

	Consent forms separately; data log; anonymisation notes.

	9
	Data sharing

	No raw data sharing; only summary findings in dissertation

	10
	Copyright and intellectual property ownership

	

	11
	Resources

	Laptop, MS Word/Excel; 
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If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	1
	Full risk assessment completed and appended? 
	YES
	NO

	
	
	☐
	✓

	Risks to participants, researchers, and the University 

	2
	Social risks: disclosures that could affect participants standing in the community, in their family and their job.
	YES
	NO

	
	
	☐
	✓

	Risk:
Not applicable. 
	This study is based on secondary data only and does not involve human participants or identifiable organisations.

	3
	Legal risks: activities that could result in the participant, researchers and / or University committing an offence; activities that might lead to a participant disclosing criminal activity to a researcher which would necessitate reporting to enforcement authorities; activities that could result in a civil claim for compensation
	YES
	NO

	
	
	☐
	✓

	Risk: Not applicable.
	How will you address any risks?


	4
	Economic harm: financial harm to participant, researcher and / or University through disclosure or other event.
	YES
	NO

	
	
	☐
	✓

	Risk: N/A


(this box should expand as you type)
	N/A


	5
	Reputational risk: damage to public perception of University or the University / researchers’ reputation in the eyes of funders, the research community and / or the general public.
	YES
	NO

	
	
	☐
	✓

	Risk: N/A
	Mitigation: N/A.




	6
	Safeguarding risks:  Risk to young people, vulnerable adults and / or researchers from improper behaviour, abuse or exploitation. Risk to researchers of being in a compromising situation, in which there might be accusations of improper behaviour.
	YES
	NO

	
	
	☐
	✓

	Risk: N/A


(this box should expand as you type)
	How will you address any risks? N/A




	7
	Sensitive, embarrassing or upsetting topics. If research activity may include sensitive, embarrassing or upsetting topics or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities.  
	YES
	NO

	
	
	☐
	✓

	



(this box should expand as you type)

	
	Health and safety risks

	8
	Location hazards: for example: fire; visiting or working in participant’s homes; working in remote locations and in high crime areas; overseas travel; hot, cold or extreme weather conditions; working on or by water. Also hazardous work locations, such as construction sites, confined spaces, roofs or laboratories. For overseas travel, researchers will need to check country / city specific information, travel health requirements and consider emergency arrangements as part of their research planning. In all cases the University’s International Travel Policy must be followed.
	YES
	NO

	
	
	☐
	✓

	Risk: N/A


(this box should expand as you type)
	How will you address any risks?
N/A




	9
	Activity hazards: for example: potentially mentally harmful activities; distressing and stressful work and content; driving; tripping, or slipping; falling from height; physically demanding work; lifting, carrying, pushing and pulling loads; night time and weekend working.
	YES
	NO

	
	
	☐
	✓

	Risk:



(this box should expand as you type)
	How will you address any risks?



	10
	Machinery and equipment: for example: ergonomic hazards, including computer workstations and equipment; contact with electricity; contact with moving, rotating, ejecting or cutting parts in machinery and instruments; accidental release of energy from machines and instruments.
	YES
	NO

	
	
	☐
	✓

	Risk:



(this box should expand as you type)
	How will you address any risks?


	11
	Chemicals and other hazardous substances: the use, production, storage, waste, transportation and accidental release of chemicals and hazardous substances; flammable, dangerous and explosive substances; asphyxiating gases; allergens; biological agents, blood and blood products. 
	YES
	NO

	
	
	☐
	✓

	Risk:


(this box should expand as you type)
	How will you address any risks?




	12
	Physical agents: for example: excessive noise exposure, hand-arm vibration and whole body vibration; ionising radiation; lasers; artificial optical radiation and electromagnetic fields
	YES
	NO

	
	
	☐
	✓

	Risk:


(this box should expand as you type)
	How will you address any risks?



	13
	Environmental risks: for example: accidental spillage of pollutants, damage to local ecosystems
	YES
	NO

	
	
	☐
	✓

	Risk:


(this box should expand as you type)
	How will you address any risks?






SECTION R: Disclosure and Barring Service

	Disclosure and Barring Service

	1
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	
	Does your research require you to hold a current DBS Certificate?
	☐
	✓
	☐

	2
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	




[bookmark: kix.nq484liu0vvf]SECTION S: Declaration
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Policy which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 


	1
	Name of applicant
	

	2
	Electronic or written signature of applicant:
	

	3
	Date
	

	4
	Name of Director of Studies
	

	5
	Electronic or written signature of Director of Studies:
	

	6
	Date
	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	1
	✓
	I have read the guidance notes supplied before completing the form.

	2
	✓
	I have completed all relevant sections of the form in full.

	3
	☐
	I have attached a copy of the Participant Information Sheet (PIS) or Consent Form

	4
	☐
	I have attached a completed copy of the Trusted Research and Innovation Checklist (where applicable)

	5
	☐
	I have attached a full risk assessment (where appropriate) 

	6
	☐
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice

	7
	☐
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Data Management Policy

	8
	☐
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Export Control Policy

	9
	☐
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Open Access Research Policy

	10
	I have completed the following appendices:
	1
	☐
	2
	☐
	3
	☐
	4
	☐

	
	
	5
	☐
	6
	☐
	7
	☐
	8
	☐



	
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.







[bookmark: kix.kims2pmqmyka]APPENDIX 1 – Grant or Contract Funding

	A1.1
	Has your research been awarded external funding?
	YES
	☐
	NO
	✓

	A1.2
	Have you applied for funding / awaiting a decision?
	YES
	☐
	NO
	✓

	A1.3
	Are you intending to apply for funding?
	YES
	☐
	NO
	✓

	A1.4
	[bookmark: _bjwqcwnx5riq]Funding Body
	N/A

	A1.5
	Lead institution (grant holder)
	N/A

	A1.6
	If awarded, grant reference
	N/A

	A1.7
	If awarded, grant value
	N/A

	A1.8
	If awarded, start date and duration
	N/A



	
	
	
	
	


	Return to the main form






[bookmark: kix.emk1vctcvhuk]APPENDIX 2: External Collaborative Research Activity

	INSTITUTION 1                        

	[bookmark: _8ka390vw2x0p]A2.1
	Name
	


	A2.2
	Researcher name and position 
	


	A2.3
	Role in project (e.g. co-investigator)
	


	A2.4
	Contact e-mail address
	


	A2.5
	External Ethical Approval
Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 
	Obtained?
	YES
	NO
	PENDING

	
	
	
	☐
	 ✓
	☐

	
	
	




	INSTITUTION 2                      

	A2.6
	Name
	


	A2.7
	Researcher name and position 
	


	A2.8
	Role in project (e.g. co-investigator)
	


	A2.9
	Contact e-mail address
	


	A2.10
	External Ethical Approval
Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 
	Obtained?
	YES
	NO
	PENDING

	
	
	
	☐
	✓
	☐

	
	
	




	INSTITUTION 3                       

	A2.11
	Name
	


	A2.12
	Researcher name and position 
	


	A2.13
	Role in project (e.g. co-investigator)
	


	A2.14
	Contact e-mail address
	


	A2.15
	External Ethical Approval
Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 
	Obtained?
	YES
	NO
	PENDING

	
	
	
	☐
	✓
	☐

	
	
	




Add additional collaborators as needed

	
	
	
	
	


	Return to the main form


[bookmark: kix.rbgwc2qq3f2x]


APPENDIX 3: Research Undertaken Outside of the UK

	A3.1
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. Describe the measures you have taken to comply with these and provide evidence of approvals etc. If you live in the country where you will do the research then please state this. If you have a local research supervisor or research advisor then please give their contact details here.

	

No



	A3.2
	Responsible Research and Innovation
If research is taking place overseas please refer to the UWTSD Trusted Research and Innovation Policy and complete the Trusted Research and Innovation Checklist and submit it with this form.

	A3.3
	Confirm that you have read the Trusted Research and Innovation Policy
	☐



	If you are a postgraduate research student working with a research supervisor or research advisor at your local university then you do not need to fill in any more sections of this appendix.
If you are working in a research collaboration with an overseas partner please complete the remaining sections of this appendix.
	Return to the main form


[bookmark: _vsh92nhqlvtr]
	Organisational Details

	A3.4
	Name of Organisation 

	

	A3.5
	Country where organisation is based:

	

	A3.6
	Registration number and name of registration body (examples of relevant registration bodies are government, tax, corporation, charity, educational authority):

	

(this box should expand as you type)

	A3.7
	What is the legal status of the organisation? (for example: public university, private university, charity, private company, non-profit making company, government research organisation, independent research organisation) Please include the date of foundation. Note: We may be required to ask for evidence of this at a later stage.

	

(this box should expand as you type)

	A3.8
	Is your organisation affiliated to any other organisation? (i.e. is the organisation legally part of a larger organisation or a group of larger organisations).

	

(this box should expand as you type)

	A3.9
	Name(s) of investigators in the organisation who will be responsible for the collaborative research and innovation 

	

(this box should expand as you type)




	About New Partners

	A3.10
	Why does a partner want to work with you?

	

(this box should expand as you type)

	A3.11
	What are they expecting in return for their financial support or involvement?

	

(this box should expand as you type)



	A3.12
	Is the organisation associated with a country which may be viewed as hostile to the UK or one which has different democratic and ethical values from our own? If you have ticked YES, please briefly describe below how you will maintain the UK’s democratic and ethical values within the research.
	YES
	NO

	
	
	☐
	✓

	


(this box should expand as you type)

	A3.13
	Has due diligence into the partner identified any involvement in research on behalf of the military or police with links to a hostile state? If you have ticked YES, please summarise below how you will prevent information from this research from being released to these organisations.
	YES
	NO

	
	
	☐
	✓

	


(this box should expand as you type)

	A3.14
	Set within the context of any information gained from due diligence, could your research be misused or have unintended applications which would be negative? If you have ticked YES, please summarise below how this might occur.
	YES
	NO

	
	
	☐
	✓

	


(this box should expand as you type)

	A3.15
	Are there any legal, regulatory or university policy constraints on undertaking your research with this partner? If you have ticked YES, please summarise these below.
	YES
	NO

	
	
	☐
	✓

	


(this box should expand as you type)

	A3.16
	Having considered the answers to questions A3.10-A3.15, are there potential reputational or ethical risks to you or the university? If you have ticked YES, please summarise these risks below.
	YES
	NO

	
	
	☐
	✓

	


(this box should expand as you type)




	About Research Relationships
	YES
	NO

	A3.17
	Are the terms of any proposed Memorandum of Understanding (MoU) in keeping with the expectations of your department and university?
	☐
	✓

	A3.18
	Are you providing existing intellectual property (IP), research data, confidential or personally identifiable data to the project? If so, how is this going to be protected?
	☐
	✓



	


(this box should expand as you type)

	A3.19
	Who will own any IP that is generated?

	

UWTSD / student researcher (academic work)

	A3.20
	What plans do you have in place for protecting the resulting IP?

	
Secure storage; no external sharing.



	A3.21
	What contractual requirements are you able to put in place to protect the interests of your academic institutions?

	

N/A



	A3.22
	What access will the research partner have to your IT network? If they do have access, what broader visibility might this provide?

	
No Access



	A3.23
	Is there any physical separation or protection required between research in similar fields?

	
N/A





	About Existing Partners

	A3.24
	Would proceeding with the research raise potential conflicts of interest with existing research partners? If you have ticked YES, please explain these conflicts below.
	YES
	NO

	
	
	☐
	✓

	


	A3.25
	Have you spoken with your existing partners about any potential conflict of interest? If you have ticked YES, please briefly summarise their response(s) below.
	YES
	NO

	
	
	☐
	✓

	


	A3.26
	Does any non-disclosure agreement for this project include an expectation that you will need to provide visibility to existing partners? If you have ticked YES, please explain below how this will be managed.
	YES
	NO

	
	
	☐
	✓

	


(this box should expand as you type)

	A3.27
	Will this research breach any existing contractual agreements that you, your department or university already have? If you have ticked YES, please explain below how this will be managed.
	YES
	NO

	
	
	☐
	✓



	


(this box should expand as you type)



	
	
	
	
	


	Return to the main form





[bookmark: kix.i5i4x971bkvq]APPENDIX 4: Research with Vulnerable People

	Will the research involve data processing involving the following data subjects:
	YES
	NO

	A4.1
	Children under 16
	☐
	✓

	A4.2
	Adults with learning disabilities
	☐
	✓

	A4.3
	Adults with other forms of mental incapacity or mental illness
	☐
	✓

	A4.4
	Adults in emergency situations
	☐
	✓

	A4.5
	Prisoners or young offenders
	☐
	✓

	A4.6
	Those who could be considered to have a particularly dependent relationship with the investigator, e.g. members of staff, students
	☐
	✓

	A4.7
	People who have not given their explicit consent to participate in the project
	☐
	✓

	A4.8
	People engaged in illegal activities
	☐
	✓

	A4.9
	Any other people who can be considered vulnerable in the context of this project
	☐
	✓

	Please justify the inclusion of the above people (if applicable), explaining why the research cannot be conducted on non-vulnerable people.

	A4.10
	



(this box should expand as you type)

	Please give details of extra steps taken to assure the protection of vulnerable people participating in the research.  You should describe any arrangements to be made for obtaining consent from a legal representative.

	A4.11
	



(this box should expand as you type)

	It is the researcher’s responsibility to check whether a DBS check (or equivalent) is required and to obtain one if it is needed. Please confirm:

	A4.12
	DBS Check required? 
	YES
	NO

	
	
	☐
	✓

	A4.13
	DBS certificate obtained? 
	YES
	NO
	N/A

	
	
	☐
	✓
	☐



	
	
	
	
	


	Return to the main form





[bookmark: kix.d0rdd78fb94u]APPENDIX 5: Research Involving Animals
	The use of animals in research is tightly governed and monitored by law and by the Home Office, specifically under the Animals (Scientific Procedures) Act 1986 and its accompanying codes of practice and processes. The Act regulates procedures that are carried out on protected animals for scientific or educational purposes that may cause pain, suffering, distress or lasting harm. Under the Act, a protected animal is ‘any living vertebrate, other than man, and any living cephalopod’. The University does not hold a Home Office issued Establishment Licence and therefore researchers must ensure that any proposed work involving animals is either exempt from the Act or falls outside of its scope. Exempted research, for example involving routine veterinary practice or clinical veterinary research, may still require external ethical approval from the Royal Society of Veterinary Surgeons. When undertaking collaborative research involving animals, the UWTSD Research Ethics Committee must be assured that the partner institution(s) conform to the appropriate regulatory framework or legislation, and have approval from their local Research Ethics Committee. Any such work must follow the guidance of the National Centre for the Replacement, Reduction and Refinement of Animals in Research, known as the 3Rs.  In all cases, advice must be sought from INSPIRE for any proposed research involving animals, either at UWTSD, or by research collaborators in partnership with UWTSD. This should be at the very early stages of research design, so that an appropriate due diligence exercise can be undertaken.

	Will the research involve any work with any of the following animals (including observation in their natural habitat)
	YES
	NO

	[bookmark: _4v0ipvn1yti9]A5.1
	Any living vertebrates, other than humans?
	☐
	✓

	A5.2
	Any living cephalopods?
	☐
	✓

	A5.3
	[bookmark: _67bt3myt5vsi]Has INSPIRE undertaken an initial due diligence exercise?
	☐
	✓

	A5.4
	[bookmark: _8rcoj0oo23y]Due diligence assessment appended to this application?
	☐
	✓

	Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 

	[bookmark: _odk70pxw47gk]A5.5
	
No animal included



	
	
	
	
	


	Return to the main form





[bookmark: kix.g8f96fyf4bcq]APPENDIX 6: Research with Staff or Offenders in Prison Establishments and Probation Services 

	Research with staff and/or offenders in prison establishments, the Probation Service or within His Majesty’s Prison and Probation Services requires additional approvals.

	Will the research involve any of the following?
	YES
	NO

	A6.1
	Staff in prison establishments
	☐
	✓

	A6.2
	Offenders in prison establishments
	☐
	✓

	A6.3
	The Probation Service
	☐
	✓

	A6.4
	His Majesty’s Prison and Probation Services
	☐
	✓

	All researchers wanting to conduct research with staff and/or offenders in prison establishments, the Probation Service regions or within HM Prison and Probation Service (HMPPS) Headquarters are required to formally apply for research approval to the HMPPS National Research Committee (NRC). Before doing so, INSPIRE must undertake an initial due diligence exercise. If you have not contacted INSPIRE, please do so immediately. If YES to any of the above, please confirm:

	A6.5
	[bookmark: _xp3k0bkogq4j]Has INSPIRE undertaken an initial due diligence exercise?
	☐
	✓

	A6.6
	Have you applied to the HMPPS National Research Committee (NRC)?
	☐
	✓

	A6.7
	Has HMPPS National Research Committee approval been granted? If yes, please append to this application. 
	☐
	✓

	A6.8
	Due diligence assessment appended to this application?
	☐
	✓

	Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 

	A6.9
	

There is no prison/probation research






	
	
	
	
	


	Return to the main form





[bookmark: kix.58kricqeqgkk]APPENDIX 7:  Health and Social Care Research 
	All health and social care research must have a sponsor as defined by the Health Research Authority UK Policy Framework for Health & Social Care.  The University will under no circumstances act as the sponsor of health and social care research (i.e. that which requires approval by a NHS Research Ethics Committee). In all cases, therefore, an appropriate collaborating partner must lead the research.  Any health and social care research therefore requires an initial due diligence exercise, which will be undertaken by INSPIRE. The purpose of the due diligence exercise is to ensure that the University has the capability to undertake the research, either independently or in collaboration with research partners. This will include advice on suitable collaborative arrangements and the appropriate involvement of UWTSD researchers in the proposed research study.  This is likely to apply to the following areas:

	Will the data processing involve:
	YES
	NO

	A7.1
	Participants who have been recruited on the basis of medical and health conditions, life stage or other physical or mental attribute.
	☐
	✓

	A7.2
	Participants who will engage in physical exercise, activity or exertion of any kind, or who use exercise equipment, assistive devices or other apparatus for the purposes of the research study. This includes interventions that are minimally invasive.
	☐
	✓

	A7.3
	Patients and users of the NHS (including NHS patients treated in the private sector).
	☐
	✓

	A7.4
	Individuals identified as potential participants because of their status as relatives or carers of patients and users of the NHS.
	☐
	✓

	A7.5
	Patients who are cared for in private and voluntary sector nursing homes.
	☐
	✓

	A7.6
	Confidential patient information.
	☐
	✓

	A7.7
	Clinical trial of a medicinal product or medical device.
	☐
	✓

	A7.8
	Access to organs or other bodily material of past and present NHS patients, or any material consisting of or containing human cells.
	☐
	✓

	A7.9
	Use of human tissue (including non-NHS sources) where the collection is not covered by a Human Tissue Authority licence.
	☐
	✓

	A7.10
	Foetal material and IVF involving NHS patients.
	☐
	✓

	A7.11
	The recently deceased under NHS care.
	☐
	✓

	A7.12
	NHS staff or premises.
	☐
	✓

	A7.13
	Practising midwives conducting a clinical trial.
	☐
	✓

	A7.14
	Investigational medicinal product.
	☐
	✓

	A7.15
	Medical devices that are not CE-marked or CE-marked medical devices that have been modified or are being used for a new purpose.
	☐
	✓

	A7.16
	Exposure to ionising radiation.
	☐
	✓

	A7.17
	Other health and social care related research.
	☐

	✓


	



	
	

	Researchers proposing to work on projects involving health and social care research must check whether their study meets the HRA definition of research and whether it should undergo ethics review by a NHS Research Ethics Committee. If you have answered YES to any of questions A7.1-A7.17 then this is likely to be the case and sponsorship by a third party will be required. This can be checked via the Health Research Authority’s Decision Tool : https://www.hra-decisiontools.org.uk/research/  

	A7.18
	Does the research meet the HRA definition of research?
	YES 
	NO
	N/A

	
	
	☐
	✓
	☐

	A7.19
	Is the Research being sponsored by a collaborating partner?
	YES 
	NO
	N/A

	
	
	☐
	✓
	☐

	A7.20
	Has NHS ethics approval been granted?
	YES 
	NO
	N/A

	
	
	☐
	✓
	☐

	A7.21
	Has INSPIRE undertaken an initial due diligence exercise?
	YES 
	NO

	
	
	☐
	✓

	Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. If you have not contacted INSPIRE, please do immediately. 

	A7.22
	

N/A





	A7.23
	Have you been granted NHS ethical approval?
	YES
	
	NO
	✓






[bookmark: kix.rr53nprkp8k]APPENDIX 8: Export Control for Research with Potential Military End Uses
	Export controls apply to the physical, electronic or oral transmission outside the UK of applied research, sensitive technology, software and equipment that could potentially be misused, either directly or indirectly, for military purposes. These legal controls are a serious obligation and UWTSD researchers must actively manage the risks of these being misused to fuel conflict, threaten national security, support terrorism and crime, violate human rights or proliferate Weapons of Mass Destruction.  UWTSD’s Export Control Policy provides a clear six step process to determine if your research is covered by export controls. Please complete the following screening to judge if you need to complete a full export control assessment. If you are in any doubt, then please contact INSPIRE. Any research in UWTSD involving the following high-risk areas must be screened.
Will the research involve:

	Defence
	YES
	NO

	A8.1
	Military equipment and munitions
	☐
	✓

	A8.2
	Defence equipment, including satellites
	☐
	✓

	A8.3
	Technical data, including some border and port information
	☐
	✓

	A8.4
	Dual use research
	☐
	✓

	Materials and Technologies
	YES
	NO

	A8.5
	Nuclear materials, facilities and equipment
	☐
	✓

	A8.6
	Chemicals, microorganisms and toxins
	☐
	✓

	A8.7
	Electronics design, development and production
	☐
	✓

	 A8.8
	Computers
	☐
	✓

	A8.9
	Telecommunications
	☐
	✓

	A8.10
	Sensors and lasers
	☐
	✓

	A8.11
	Navigation and avionics
	☐
	✓

	A8.12
	Marine technology
	☐
	✓

	A8.13
	Composite materials
	☐
	✓

	A8.14
	Aerospace and propulsion
	☐
	✓

	Sensitive Information
	YES
	NO

	A8.15
	Cryptology
	☐
	✓

	A8.16
	Counterterrorism
	☐
	✓

	A8.17
	Counternarcotics
	☐
	✓

	A8.18
	Cyber-related
	☐
	✓

	A8.19
	Non-proliferation
	☐
	✓

	A8.20
	Transnational criminal organisations
	☐
	✓





	Genetic Resources
	YES
	NO

	A8.21
	Genetic material of actual or potential value
	☐
	✓

	A8.22
	Organisms, or parts thereof
	☐
	✓

	A8.23
	Populations (or organisms)
	☐
	✓

	A8.24
	Other biotic components of ecosystems
	☐
	✓

	A8.25
	Domesticated or cultivated species in which the evolutionary process has been influenced by humans
	☐
	✓



	Will you be exporting military or dual-use technology, now or possibly in the future? This information may take many forms, including:
	YES
	NO

	A8.26
	Physical transfer of goods, technologies, material or equipment
	☐
	✓

	A8.27
	Blueprints
	☐
	✓

	A8.28
	Plans
	☐
	✓

	A8.29
	Diagrams
	☐
	✓

	A8.30
	Models
	☐
	✓

	A8.31
	Formulae
	☐
	✓

	A8.32
	Tables
	☐
	✓

	A8.33
	Engineering designs and specifications
	☐
	✓

	A8.34
	Manuals and instructions
	☐
	✓

	A8.35
	Software
	☐
	✓

	A8.36
	Know-how
	☐
	✓
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