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Abstract

The research discusses the acute staffing problems faced by the Ibis Styles Birmingham NEC and Airport Hotel, a hotel complex near one of Britain's major travel and events hubs, and explains the operational implications of staff shortages further exacerbated by post-pandemic labor market shifts, Brexit-induced workforce limitations, and increased service demands. Precisely, it assesses the influence of employee turnover and recruitment difficulties, as well as external pressures from travel and event venues in proximity to the hotel itself, in maintaining service quality and operational efficiency. The dissertation identifies strategic interventions that can help improve the stability of staffing and the resilience of operations through SWOT, PEST, and competitor analysis. Suggestions include having competitive pay and benefits, training and career development for employees, flexible staffing models, and integrating appropriate technology to streamline operations. Recognition programs and employee well-being initiatives could help nurture the culture of the workplace, which, in turn, might boost morale and reduce attrition among workers. The conclusion from this study is that proactive workforce management approaches lie at the heart of Ibis Styles Birmingham meeting the challenges it presently faces, developing guest experience, and enforcing its market position. This ensures that all staffing-related issues are resolved effectively to establish a workable, sustainable, and resilient operation that can cope with the demands of an extremely competitive hospitality environment. The present study add much value to workforce dynamics in the hospitality industry and provides actionable recommendations that may inform management practices in similar settings.
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[bookmark: _Toc182511797]1. Introduction 
The acute shortage of staff has confronted Ibis Styles Birmingham NEC and Airport because it is proximate to the NEC and airport in Birmingham. This forms part of the broader trend that has lately affected the hospitality industry in the UK, where demand has shot upward after the pandemic, while labor supply has shrunk. Also, with more and more guests arriving and departing from the hotel, the operational pressure has become highly heightened, coupled with the restriction of the workforce, thus putting additional stress on the capability of the hotel to maintain its service standards. This labor shortage is resulting from conditions such as reduced workforce levels arising from Brexit, COVID-19 restrictions on the mobility of available labor, and increased job demands that make both the recruitment and retention of staff more difficult.
At Ibis Styles, the insufficient level of personnel directly influences the current state of operations: check-in time, room readiness, guest satisfaction, and quality of service. Business customers could include business travelers, conference delegates, and tourists; the ability to maintain a high level of service is crucial to thrive in the competitive environment. This thesis examines the causes and consequences of personnel shortage for the Ibis Styles Birmingham NEC and Airport. The approach: For this research effort, a mixed-method approach will be employed to identify the strategies that effectively respond to the mentioned shortages and improve workforce stability, and enhance guest satisfaction, and operational resilience.
[bookmark: _Toc182511798]1.1 Aim
To investigate the major factors that contribute to staffing difficulties and operational efficiency at Ibis Styles Birmingham focusing on employee turnover, recruitment challenges, and pressure from external events and travel hubs.
[bookmark: _Toc182511799]1.2 Research Questions
Q1: What is the major reason for staff shortages at Ibis Styles Birmingham especially concerning its proximity to NEC and Birmingham Airport?
Q2: How might Ibis Styles Birmingham address these identified staffing challenges in order to enhance recruitment, improve retention rates, and augment operational efficiency?
Q3: How would the staffing shortage at Ibis Styles Birmingham impact the ability of the hotel to meet expectations during peak events and travel periods?
[bookmark: _Toc182511800]1.3 Research Objectives
To conduct a literature review in order to outline the challenges that are associated with staff shortage and other key factors in the hospitality industry.
To identify the level of staff shortages at Ibis Styles, Birmingham, through primary data collection with the help of a survey of the hotel’s employees and management.
To investigate how the proximity of NEC and Birmingham Airport impacts the hotel’s challenges of recruitment issues and employee turnover rates among others.
To recommend ways in which the recruitment and retention for Ibis Styles Birmingham could be improved and operational efficiency enhanced in respect of particular location-specific staffing challenges.


[bookmark: _Toc182511801]2. Literature Review
[bookmark: _Toc182511802]2.1 The Hospitality Industry's Workforce Challenges in a Post-Pandemic Era
The COVID-19 pandemic severely disrupted the hospitality industry, specifically in workforce management, amid all the travel restrictions that forced many hotels either to shut down or drastically reduce their staff. According to Wang et al. (2023), the pandemic forced a turn toward shifting expectations among employees, who have sought sectors that offered them much better job security and flexibility. Similarly, Dzia-Uddin et al. (2023) mentioned that meeting the challenges of the post-pandemic scenario requires hotels to rely increasingly on technological innovations that can provide quality service despite the reduced workforce. Hao et al. (2020) focused their analysis on the hotel industry in China and stated that hoteling businesses near high-contact areas, like airports, were more vulnerable to disruption of services and manpower. For instance, approaches to recovery strategies for Vietnam were suggested by Chunga and Phuca (2024) in light of flexibly staffed models, so that seasonal demand variations could be catered to. In fact, "The Great Resignation," in the words of Formica and Sfodera (2022), has imposed challenges such as aligning hospitality jobs with new values and expectations of workers in a post-pandemic scenario.
[bookmark: _Toc182511803]2.2 Economic and Regulatory Factors 
This had been exacerbated by the situation after the UK's exit from the European Union, with workers in the hospitality industry particularly hard to access now that previous posts were filled largely by that segment of the workforce. As Codling et al. (2022) emphasized, there is an increasing reliance on retaining local talent, but with pay and benefits within the sector falling behind compared with competing sectors, which is especially challenging in cities with acute cost-of-living considerations such as Birmingham. Hadjisolomou et al. (2022) identified that fair work practices are fundamental to retaining employees in the post-Brexit environment. Kumar and Chansoria, 2021, talked about gaps in hospitality training and mentioned that UK institutions need to give practical training key importance in order to meet this shortage and to make the local workforce competitive. In the intervening period, El Hajal and Rowson (2021) indicated for their part that gig and part-time positions have become the norm as a counter to staffing deficits, even though these latter positions are generally unstable with no benefits and thus less desirable over the longer term. Abhari et al. (2022) concluded that this is all the more dangerous for small businesses since the pandemic has accentuated these problems incentives are thus required simply to keep staffing intact.
[bookmark: _Toc182511804]2.3 Employee Turnover and Retention in the Hotel Industry
The hotel industry is characterized by a high rate of turnovers, which is coerced by demanding working conditions and relatively low wages. Dwesini, (2019), discussed factors that contribute to turnover: limited career growth and job-related stress, which are specifically inherent in demanding locations like airport hotels. Ghani et al. (2022) developed this further by suggesting that retention strategies should enhance work-life balance and professional development since these factors are superior determinants of job satisfaction and retention. On the other hand, Edirisinghe and Manuel (2019) stressed that one should look at competitive wages in tandem with establishing a supportive work environment as the best way to lower turnover. As Adula et al. (2022) add, with an appropriate human resource management strategy, organizational performance can be developed through better stabilization of the most active human resources. Ibrahim (2024) went on to add that, with organizational attachment, the rate of turnover can be minimized for when employees are considered valuable and part of an organization, they will definitely make sure to stay on.
[bookmark: _Toc182511805]2.4 Strategies to Mitigate Staffing Challenges in the Hospitality Sector
[bookmark: _Toc182511806]Various solutions have been proposed to assist the hospitality industry in surmounting such crises: flexible shifts, competitive salaries, and opportunities for professional growth. In this respect, Davahli et al. (2020) cited the call for the implementation of technological solutions capable of supporting hotel operations and easing staff workload; such a solution will be effective, especially for those hotels that are maintaining business with skeletal staff. Giousmpasoglou (2024) highlighted the need for a "Fair and Decent Work Agenda," citing decent earnings and a healthy work environment as vital ingredients in attracting and retaining employees. Khatter (2023) addressed environmental sustainability as a long-term approach to staff engagement where he advanced the proposition that those hotels with their core competence in sustainable practices had less difficulty in retaining staff who valued environmental responsibility. Islam, (2021), suggested hiring freshers because they bring fresh vision and dynamism to the field which would help bridge the staffing gaps. Kravariti et al. (2022) gave a presentation on a Holistic Talent Management Approach to staffing shortage; there is an efficient framework for recruitment and retention which all together would build an adversity-resilient workforce.

3. Research Methodology
The aim of this study is to identify the challenges related to staffing problems in the hospitality sector, and then narrow it down to the Ibis Styles Birmingham hotel in order to find out the possible factors that contribute to staff shortages and their potential solution.
[bookmark: _Toc182511807]3.1 Research Design
The study shall adopt a descriptive research design since the nature of the research suits explaining specific factors that contribute to staffing shortages and retention issues within the hotel industry (Kim et al., 2017). This will help the research to obtain precise details from those who are experiencing such challenges directly for the in-depth analysis of the factors involved.
[bookmark: _Toc182511808]3.2 Data Collection Methods
The structured survey will be the major method of collecting data from employees and managers at Ibis Styles Birmingham. It is designed to produce quantitative data on variables causing staff shortages and point out the measures that may alleviate such problems (Mosadeghrad et al., 2011). Online questionnaires will be issued via Google Forms, and distributed through e-mail to eligible people. On the other side, in the case study analysis, data will be gathered with the support of annual reports or the documentation issued by the organization (Runeson et al., 2009). 
[bookmark: _Toc182511809]3.3 Research survey
A purposive sampling strategy will be employed to select survey participants from Ibis Styles in Birmingham (Campbell et al., 2020). The study has targeted respondents from different strata of the hotel to ensure that it captures various dimensions of how hotel operations are affected by staffing challenges. The sample size targeted is between 30 and 50 participants for statistical significance and substantial data analysis. This sample size would therefore be expected to yield reliable and diverse responses that would be useful in deeply analyzing staffing issues within the hotel. 
[bookmark: _Toc182511810]3.4 Ethical Considerations
· The research grants first priority to ethical integrity and the rights of participants. Informed consent will be obtained from all respondents prior to their undertaking the survey.
· Participants will be informed clearly about the objectives of the research study, how data from them will contribute, and be assured of confidentiality and anonymity (Wiles et al., 2008).
· Consequently, no sensitive or personal data will be collected; the subject of this survey deals only with professional experience and perceptions related to staffing challenges.
[bookmark: _Toc182511811]3.5 Data Analysis
The thematic analysis would be used in order to analyze different aspects associated with human resources management as well as the business development process of Ibis Style by considering different factors (Khan et al., 2021). Thematic analysis will also be done from the survey questions of the research participants. In this way, an evaluation of common patterns and trends in responses could be assessed (Terry et al., 2017). The qualitative data that is collected from open-ended responses will be coded and categorized to identify major themes and give insight into staffing challenges that employees and management face at Ibis Styles Birmingham. Such a combination of data will indeed yield a comprehensive overview of staffing challenges and thereby help in proposing some area oriented interventions.


[bookmark: _Toc182511812]4. Case Study Discussion and Analysis 
This section should critically and deeply examine the chosen business organization, Ibis Styles Birmingham, and provide descriptive background information on brand identity, structure, staffing, turnover, and competitive context.
[bookmark: _Toc182511813]4.1 Descriptive Information
Ibis Styles Birmingham is part of the renowned Ibis Styles brand under the Accor Hotels Group, a global hospitality leader in accessible and cost-effective hospitality. Operating within the midscale hotel market, Ibis Styles Birmingham has pitched itself as an affordable accommodation option with style for travelers who want a comfortable place to stay but with no hefty price tag (DP and Riana, 2020). The annual turnover for this hotel is at par with industry standards in the midscale category (IFR, 2024). However, it still records an escalation in operational costs due to increased competition from the rising Airbnb market and growing demand for unique and experience-driven offers. Despite all these financial pressures, Ibis Styles Birmingham maintained its steady growth through its brand identity and strategic location in Birmingham's city center.
Staffing at the Ibis Styles Birmingham is a high-scale operation, from front desk to housekeeping to food and beverage services up in total around 60 staff. The staffing policy at the hotel reflects the brand's concern with customer service and comfort. Indisputably, recruitment and retention are difficult for the hotel; this can be common in the hospitality industry and is typical for industries featuring high turnover and marked seasonality (Wang et al., 2022). Regarding the location, Ibis Styles Birmingham is advantageously situated close to cultural attractions, transportation linkages, and business establishments, making it quite attractive to leisure and business customers (Latip et al., 2022). The hotel's strategic placement within Birmingham allows it to tap into diverse customer demographics, further fostered by the cultural vibrancy and economic growth of the city. This immediately provides both a geographical advantage and competition from a range of accommodation options, from boutique hotels to short-term rentals.




[bookmark: _Toc182511814]4.2 SWOT ANALYSIS
4.2.1 Strengths
The key strengths of Ibis Styles Birmingham include brand reputation and value for money, believed to be the critical areas of success in this category of midscale hotels. Under the globally recognized Accor Hotels Group, Ibis Styles has a strong brand image associated with style at an affordable cost of accommodation that attracts leisure and business customers alike. This is further supported by the Accor loyalty program, which tends to ensure high repeat bookings and customer loyalty through the promotion of a system that rewards frequent guests for their repeated patronage with exclusive deals and special offers (Accor, 2023). This supportive nature promotes the retention of guests, hence providing the competitive advantage of valuable customers who value brand consistency at affordable comfort (Othman et al., 2021).
4.2.2 Weaknesses
In balance, there are some weaknesses Ibis Style Birmingham faces, definitely in its areas of staffing and consistency of services. While high employee turnover is experienced quite frequently in the hospitality sector, for Ibis Styles specifically, it has raised problems as to the sustainability of high standards of service and maintaining the consistency in the experience provided to guests (Bardukova , 2023). These fluctuations in staffing often relate to gaps in training and operational inefficiencies, sometimes causing delays in service delivery, especially during peak occupancy periods (Wandelt and Wang, 2024). More often, these staffing problems result in inconsistency with room maintenance, along with customer service quality, and could affect the hotel's reputation. For long-term stability and satisfaction of guests, internal issues must be solved (Sergeevna, 2024).
4.2.3 Opportunities
Ibis Styles Birmingham has abundant opportunities to further solidify its market position by developing digital transformation and local partnerships. Improved online and mobile booking services to enhance guest convenience and improve operational efficiency can develop the expansion of the company's digital services. Integration technology solutions like mobile check-in, virtual concierge service, and personalized booking experience have topped the demand list of modern travelers for digital accessibility and efficiency (Arapou and Kapiki, 2023). Furthermore, the partnerships with local businesses would create opportunities to make the guests' stays more complete and interesting, adding exclusive discounts and curated activities involving locals (Taecharungroj and Prasertsakul, 2023). Such teaming could appeal to tourists and business travelers alike and foster a local experience that is unique and differentiates it from the competition.
4.2.4 Threats
It also faces significant threats through increasing competition and interest in Birmingham's hospitality segment, as well as an increasing trend towards alternative types of accommodation such as Airbnb (Leick et al., 2022). With continued new entries in the midscale and boutique hotel sectors, the market is thick with contenders all Ibis Styles will have to compete against moderately budgeted travelers. Other competitors, local boutique hotels among them, may offer a tailored and experience-oriented stay attracting guests who seek unique and personalized accommodations (Ramadan et al., 2023). Besides, travelers increasingly use other platforms, such as Airbnb, for more flexible stays tailored to their individual needs. It's all about the alternative way of staying, which has been a challenge to traditional notions of hotels (Farmaki and Miguel, 2022). This requires Ibis Styles Birmingham to make its services meet the changing expectations concerning authenticity and personalized experience among the guests.
[bookmark: _Toc182511815]4.3 PEST ANALYSIS
4.3.1 Political Factors
The Ibis Styles Birmingham operates in one of the very closely regulated industries in the UK, with enforcement of the government's health, safety, and environmental standards being extremely strict. Government policies on employment, such as minimum wages and labor laws, have a direct impact on staffing costs for the hotel (Garnero and Lucifora, 2022). Political stability within the UK means that the business environment is conducive to the overall tourism and hospitality industry (Duan et al., 2022). Changes in regulations, particularly environmental ones, will involve further investment in sustainability initiatives if the hotel is to remain compliant.
4.3.2 Economic Factors
The performance of the hotel greatly depends on the economic climate. Inflation and consumer spending are critical to the hotel operation (Ozdemir et al., 2022). Inflation squeezes the spending power of the consumers and increases the operational costs, hence decreasing the hotel demand as the guest seeks to cut down on their budget (Weerathunga et al., 2020). Changes in relative currency values can affect the flow of international tourists, hence having some effects on hotel occupancy (Alrawabdeh, 2021). On the positive side, the hotel enjoys an increase in occupancy during periods of economic growth as consumers are willing to spend their money on leisure and business travel.
4.3.3 Social Factors
Social trends reshape consumer expectations about hospitality. Growing environmental awareness translates into more travelers going for eco-friendly hotels, a line of business to which Ibis Styles Birmingham can adapt by embedding sustainability. Changes in guest preferences toward personalized and authentic experiences also exist (Pelet et al., 2021). Today's travelers, especially younger demographics, prefer accommodations that illustrate local culture and unique experiences (Fan et al., 2023).
4.3.4 Technological Factors
These changes in technology bring in both opportunities and challenges for the company, Ibis Styles Birmingham. Digital booking platforms, mobile check-in systems, and CRM technologies have completely changed the paradigm of interactions with guests and operational processes alike (Chankaew and Kiattisin, 2023). It thus requires the hotel to keep investing in the same so as to ease processing regarding booking and check-in and make operations smoother to enhance guest experiences. CRM systems allow for personalized marketing and services, hence giving an opportunity to the hotel to create better customers (Ibrahim and Rasheed, 2024).

[image: ]
Figure 1 PEST Analysis
Source: (Self, 2024)
[bookmark: _Toc182511816]4.4 Competitor Analysis
Price versus Quality Ibis Styles Birmingham finds itself within a very competitive market mid-scale and budget hotel providers in the city are strong, as are the alternative and quirky players like Airbnb. Given its competitive price without quality compromise, Ibis Styles can certainly attract budget travelers in need of comfort and convenience. Performing well when value for money in the midscale category is considered, this is where the hotel finds a more certain place (O’Neill et al., 2023). Its main competitors were other similar brands in a comparable price range that offer similar facilities, such as Holiday Inn Express and Premier Inn. In such a situation, Ibis Styles manages to carve a niche for itself with its distinctive brand identity and design sensitivity for young, style-conscious travelers. Nevertheless, the chain remains under pressure to achieve some balance between cheapness and quality, especially as expectations among consumers increase (Grabs, 2023). Thus, by looking at the response of customers towards competitors, one can realize that indeed Ibis Style may be in a position to improve several aspects of its service, such as training and basic room maintenance, to achieve competitive advantages in quality.
[bookmark: _Toc182511817]4.5 Netnography 
Through a netnographic analysis of the most common themes in consumer opinion regarding Ibis Style Birmingham reviews that were accessible online and through social media, one reads of a central location with the stylish decor at an affordable price. The guests very much appreciate the convenience in terms of being within walking distance of leading local attractions and transportation links (Abrudan  et al., 2020). On the other hand, there are recurring criticisms related to staffing and inconsistencies in service. Some guests have complained about delays in check-in and some slips in housekeeping; they usually attribute this to a case of understaffing. The online reviews also seem to cry for greener practices, with suggestions for waste management and energy conservation. This review evidences claims of staffing challenges and environmental trends that need communicating, as these are numbered areas of priority that have effects on customer satisfaction and brand perception (Prabhu and Aithal, 2023). The broad-based case study on Ibis Styles Birmingham shows the strengths and challenges faced by the hotel within the competitive mid-scale segment of hospitality. Based on the development of frameworks such as SWOT, PEST, and netnography, this examination allows for interrogation at a critical level of issues within the hotel's internal environment and the general external environmental context. The most significant theme coming out relates to challenges in staffing and correctly addresses gaps in current strategies for recruitment, retention, and supporting employees (Puspita et al., 2023). These issues could be improved, and the service quality augmented with the recommended measures being implemented. This will place Ibis Styles Birmingham in an advantageous position in the market. The strategic focus on holistic employee welfare and sustainability behavior will eventually pave the way for this hotel to create a phenomenal reputation among a broad range of customers and ensure long-term success within the hospitality industry.


[bookmark: _Toc182511818]5. Theme Exploration in Staffing and Workforce at Ibis Styles, Birmingham
In the hotel industry in particular, proper staffing is essential to ensuring high levels of service quality and guest satisfaction, as well as operational efficiency. Similar to other hotels, Ibis Styles Birmingham also suffers from specific issues of staff turnover, recruitment challenges, and employee retention that could directly impinge on service delivery and customer experience. The following discussion throws light upon workforce challenges in Ibis Styles Birmingham, critically sets the topic within an academic perspective, and provides examples in the Placement Hotel. It also gives recommendations for certain avenues through which workforce stability, employee satisfaction, and overall service standards can be improved.
[bookmark: _Toc182511819]5.1 Workforce Stability in the Hospitality Industry
Workforce stability in the hospitality industry is crucial in ensuring that profits are maximized by maintaining service quality and keeping operational costs as low as possible (Adanse et al., 2024). High turnover rates, considered to be one of the challenges, have been blamed on a number of causes such as limited opportunities for growth in career, intensive working conditions, and relatively low wages. This disruption not only affects service quality but also increases the costs associated with recruitment and training. Heimerl et al. (2020) emphasize that the issues discussed above could be aggravated by poor morale and engagement among the employees, as low satisfaction normally makes employees contemplate seeking employment elsewhere.
Indeed, it is supported by research that those hotels that invest in employee development and career growth have a higher chance of retaining skilled and experienced workers (Al-Ansi et al., 2023). The practices lead to job satisfaction, organizational loyalty, and decreased costs due to the constant need to recruit. In addition, the studies conducted by Manzoor et al., (2021) have also emphasized recognition and reward of employees that enhance motivation and performance levels. Addressing employee needs and maintaining a good work environment are well-documented as important to service consistency and guest satisfaction.
[bookmark: _Toc182511820]5.2 Staffing issues at Ibis Styles Birmingham
Ibis Styles Birmingham faces some of the challenges highlighted in the literature. These are about low employee retention and an inability to attract or retain qualified personnel within this setting. The operational model of the hotel focuses on providing affordable options without sacrificing comfort and customer service (Ali and Anwar, 2021). However, this further raises expectations for the number of people that should be employed. High employee yields, especially among operational employees such as housekeeping and reception, result in operational gaps and discrepancies in customer service (Dafillin and Wijoyo, 2024). Additionally, turnover causes greater reliance on temporary or part-time staff; this means fluctuations in the guest experience since new employees must be trained and acclimatized to their work.
The internal survey conducted within the establishment revealed that Ibis Styles Birmingham compensation, career not starting, and recognition were good valid reasons stated for dissatisfaction; this agrees with work by El-Said and Aziz, (2022), where they establish the actual need for hotels to provide better pay and in-service promotion opportunities. Second, there are those participants who stress that increases in personnel stress were reported because of understaffing during peak periods, which once again affects morale and job satisfaction. As a result, retention becomes hard, and many look elsewhere for better conditions in the workplace or just better career advancement (Ledi et al., 2023).
[bookmark: _Toc182511821]5.3 Areas of Development and Improvement
[bookmark: _Toc182511822]5.3.1 Enhanced compensation package and fringe benefits
Ibis Styles Birmingham can use compensation and benefits packages for the hotel to decrease high turnover rates and attract skilled workers. The hotel could be offering affordable accommodation; it is of utmost importance that wages are competitively paid to support retention in the workforce to enable them to be motivated at work. For instance, studies indicate a good pay structure as one of the essential aspects of employee retention, particularly at the operational level of the organization, such as among line employees (Kurdi and Alshuridehm 2020). Offering benefits, including health insurance, performance-based bonuses, and retirement savings plans, can also work toward increasing job satisfaction and loyalty. In addition, financial incentives might promote continued higher levels of performance and longer organizational tenures, reducing turnover and decreasing any associated training costs.
[bookmark: _Toc182511823]5.3.2 Training and Career Development Programs
Most problems in career progression and job satisfaction can be curtailed by investing in employee development programs. For Ibis Styles Birmingham to enhance the level of competence among its employees, for instance, it should implement a relevant training program in this regard; this shall focus on areas such as customer service, problem-solving, and management skills. This would ensure a clear career path in the organization and boost their morale as well, while at the same time ensuring that the hotel is adequately equipped with qualified and experienced manpower to meet operational demands. Research carried out by Elsafty and Oraby, (2022) suggests that companies that have solid internal advancement and training programs have better employee engagement and retention levels. Ibis Styles Birmingham can identify how a culture of development and growth within its workforce may lead to a more devoted and efficient team (Sepahvand and Bagherzadeh, 2021).
[bookmark: _Toc182511824]5.3.3 Flexible Staffing Models and Workforce Planning
Due to the seasonal nature of hotel demand, Ibis Style Birmingham might find it helpful if it allowed a flexible staffing model. During peak season, owing to high demand for their services, the hotel usually suffers from insufficient staff where the current staff is overworked hence compromising the quality of service. Therefore, the hotel can develop strategic relations with employment agencies for the supply of temporary personnel when needed. In other ways, multi-role cross-training of staff could facilitate workforce management by possibly having more viable alternatives to reallocate a workforce according to occupancy levels. Similarly, Stylos et al. (2021) add that flexible staffing models are very important in service industries such as the hotel industry. This is because these models facilitate hotels to keep their service level high without over-stressing the workforce.
[bookmark: _Toc182511825]5.3.4 Employee Recognition and Well-being Programs
A supportive work environment lends itself to improved job satisfaction and morale, when employee performance and contributions are recognized (Kim et al., 2021). Recognition programs, such as "Employee of the Month" awards, performance-based incentives, and team-building exercises, have various alternatives that could be considered in developing pride and belonging among the staff. It is supported by literature that recognition significantly influences motivation, performance, and turnover (Chaichi  et al., 2023). Besides, the hotel may provide flexible working hours, fitness programs, or even mental health counseling services to help professionals overcome common stressors in the hospitality line of business. Such an approach to caring for employee welfare will create a friendly working atmosphere at Ibis Styles Birmingham, attract new employees, and contribute much to retaining existing ones (Silic et al., 2020).
[bookmark: _Toc182511826]5.3.5 Leveraging Technology to Improve Staffing Efficiency
It can help in workforce efficiency and an improved guest experience. In the way technologies have taken over the world, digital solutions to automated scheduling, mobile check-ins, and communications can thereby facilitate smooth and less time-consuming operations from the front-line employees (Najafi, 2024). Additionally, it provides insights from technology on visitor feedback and areas of improvement so the hotel can proactively address the issues. Technology investments achieve efficiency and a better work environment because the repetitive tasks reduce the task load and increase the employee's time for engagement in customer service. According to Vahdat, (2022), technology application in human resourcing and operation is critical in bringing mechanisms for enhancing employee satisfaction and so quality service.
[bookmark: _Toc182511827]5.4 Case Examples and Evidence from IBIS Styles Birmingham
Workforce challenges at Ibis Styles Birmingham provide practical illustrations of workforce literature. For example, the utilization of temporary employees during peak periods in the hotel has resulted in an inconsistency in the experiences of guests because temporary employees may not have been trained or conversant with standards put in place by the hotel to ensure consistency in service delivery. The labor turnover of housekeeping and front-desk employees has affected service quality because new employees take more time to learn the job for expected performance (Alhassan, 2020).
A formal employee recognition program would therefore help to optimize such problems by ensuring the improvement of workers' morale and encouraging them towards long-term devotion (Kyalo, 2023). Besides that, investing in training and development programs would reduce the learning curve of new recruits and minimize disruptions to service provision. It is through the enhancement of wages, the introduction of benefits, and the creation of opportunities for career growth that ibis Styles Birmingham could better position itself to attract and retain a skilled workforce.
Issues with staffing and workforce challenges at Ibis Styles, Birmingham are symptomatic of wider issues that beset the hospitality industry. High labor turnover, coupled with relatively limited opportunities for career development and operational stress in peak periods, means service delivery can be inconsistent, and overall satisfaction for guests may well suffer (Bukhari et al., 2024). This critical analysis has identified some areas for improvement supported by a literature review and practical standpoint: improved remuneration, career development programs, flexible staffing models, employee recognition, and integrated technology. Overcoming these challenges will be important if Ibis Styles Birmingham is to continue protecting its quality-service reputation and remaining competitive within the hospitality market in Birmingham. By investing in its workforce and fostering a supportive work environment, this hotel will be able to reduce employee turnover and engage its people even further for an even happier stay experience and position long-term success against increasing competition.


[bookmark: _Toc182511828]6. Survey Findings
[bookmark: _Toc182511829]6.1 Discussion
[image: Forms response chart. Question title: 1. How long have you been working at Ibis Styles Birmingham? . Number of responses: 35 responses.]
The results obtained from the questionnaires provide an insight that nearly half of the workflow has been with Ibis Styles Birmingham for more than three years trend that could indicate good retention and probably even a stable work environment. Furthermore, 28.6% of the participants reported that they have been part of the company for between 1-3 years, showing a mix of long-term and mid-term participants. About 20% are with the company for 6 months to 1 year, while only 5.7% are staying less than 6 months, which might indicate a lower rate of recent hires or that new employees tend to stay on for an extended period.

[image: Forms response chart. Question title: 2.  How satisfied are you with your current compensation package. Number of responses: 35 responses.]
These enable combined responses: of the total package, only 8.6% are "very satisfied," while 11.4%, a sum total of just 20%, can profess to be "somewhat satisfied." An overwhelming 31.4% fall into the category of neutral responses, which, if interpreted, could mean indifference or an absence of a strong opinion. However, a whopping 31.4% show themselves to be "somewhat dissatisfied" and another 17.1% "very dissatisfied," meaning about half the employees view their remuneration negatively. points to some scope for improvement in the compensation package to improve employee satisfaction more effectively.

[image: Forms response chart. Question title: 3.   How would you rate the level of support you receive from management in handling job-related stress?. Number of responses: 35 responses.]
The survey shows that feelings are mixed among employees regarding how much support management provides to handle their job-related stress. The majority, 40% rated the level of support as a '3', representing the middle position, but substantial dissatisfaction with this area of support was reflected in the 37.1% who rated it low, at either '1' or '2'. Only 22.8% rated the level of support positively, at either '4' or '5', which shows the minority feel well supported. Overall, the findings indicate that management's role in supporting employees regarding stress management still leaves much to be desired.

[image: Forms response chart. Question title: 4.  How likely are you to recommend Ibis Styles Birmingham as a good place to work?  . Number of responses: 35 responses.]
The results indicate that most are unwilling to recommend Ibis Styles Birmingham as a good place to work. A full 31.4% gave their likelihood as 2 out of 5, while 20% gave the lowest rating of 1. Only 5.7% gave the highest rating of 5, showing overall dissatisfaction and/or lack of enthusiasm. Due to the fact that over half of the responses are bunched at the low end of ratings 1 and 2, this would tend to indicate areas of improvement either in the workplace environment or in employee satisfaction.

[image: Forms response chart. Question title: 5.  Do you feel there are clear opportunities for career progression within the organization?. Number of responses: 35 responses.]
The overwhelming responses of the employees that were compatible had something to do with discontentment with the training and development provided. 40% rated it as "Poor," while 8.6% rated it as "Very poor." Even though 31.4% rated the opportunities as "Average," only 14.3% and 5.7% were rated as "Good" and "Excellent," respectively. This therefore brings into focus that there is considerable scope for improving the training and development programs in respect to enhancing the associated skills and satisfaction of the employees within an organization.

[image: Forms response chart. Question title: 6.  How would you rate the training and development opportunities provided to you?. Number of responses: 35 responses.]The outcomes of the survey suggest a rather negative perception of training and development opportunities. Out of 35 respondents, the rating is only 8.6% for "Excellent" opportunities and 14.3% for "Good." Nevertheless, 40% rated them as "Poor," 31.4% as "Average," and 5.7% rated them as "Very Poor." This means that the majority of the respondents are dissatisfied with training opportunities. Therefore, this can illustrate a potential demand for increasing the quality, availability, or relevance of the training and development programs offered.

[image: Forms response chart. Question title: 7.  What factors would most encourage you to stay long-term at Ibis Styles Birmingham?   . Number of responses: 35 responses.]
By the survey, it can be ascertained that the key drivers for long-term retention at Ibis Styles, Birmingham, are: improved work-life balance at 37.1%, increased compensation at 31.4%, more recognition and rewards at 22.9%, improved training and development at 20%, while better career advancement opportunities remain at a low of 14.3%. That means employees value a balanced life and reasonable remuneration over promotion opportunities.

[image: Forms response chart. Question title: 8. How satisfied are you with the flexibility of your work schedule?
. Number of responses: 35 responses.]
The data indicates a mixed response to work schedule flexibility at Ibis Styles Birmingham. A combined 45.8% of employees are either somewhat satisfied (22.9%) or neutral (22.9%) about schedule flexibility, while 22.9% feel somewhat dissatisfied and another 22.9% are very dissatisfied. Fully 8.6% are very satisfied, which would show only limited contentment with the present scheduling. The high level of dissatisfaction suggests that changes and improvements in scheduling flexibility are still called for to help improve employee satisfaction, as quite a large number of employees remain dissatisfied with current arrangements.

[image: Forms response chart. Question title: 9.  How well do you think the hotel manages peak periods to prevent staff overwork?. Number of responses: 35 responses.]This graph shows mixed responses about how Ibis Styles Birmingham manages peak periods in order to avoid staff overwork. While 28.6% think the hotel handles it extremely well, and another 25.7% feel it was handled quite well, a total of 34.3% of respondents believe it was handled poorly-20% somewhat poorly and 14.3% very poorly. The remaining percentage is neutral, which accounts for 11.4%. These results would therefore tend to suggest that some employees are satisfied, but a significant number of them view the management of peak periods as being inadequate, thus providing scope for improvement in terms of support given to staff during these periods of high demand.

[image: Forms response chart. Question title: 10.  How would you rate your overall job satisfaction at Ibis Styles Birmingham?. Number of responses: 35 responses.]This Ibis Styles Birmingham job satisfaction survey depicts a mixed trend in terms of levels of satisfaction among employees. Most, 34.3%, attribute themselves as "Satisfied," while 20% are "Neutral." About 17.1% are "Very Dissatisfied," while equal portions-14.3%-are either "Very Satisfied" or "Dissatisfied." The spread would therefore be considered relatively balanced, with some room for improvement, most notably among the ones showing dissatisfaction. Actions taken to resolve complaints or concerns expressed by less-than-satisfied employees may have the desired impact of pushing more responses into the satisfied categories.

[image: Forms response chart. Question title: 11.  How often do you feel appreciated for the work you do?. Number of responses: 35 responses.]
In the employee appreciation research instrument at Ibis Styles Birmingham, the results are varied: although 31.4% reported that they feel appreciated "Often" and 25.7% feel appreciated "Always," fully 20% feel appreciated only "Sometimes," and 14.3% "Rarely." Only 8.6% feel "Never" appreciated. While regular appreciation is realized by the majority, the presence of employees who do feel rarely or never recognized indeed suggests direct room for improvement. Increasing the level of recognition might have an overall positive effect on employee morale and job satisfaction.

[image: Forms response chart. Question title: 12.  What would you identify as the main area for improvement in the workplace?. Number of responses: 35 responses.]
Compensation and benefits was the highest chosen workplace improvement areas, chosen by 28.6% out of the total surveyed. Training and Development was the critical area that came first in precedence in 25.7% of the cases, while 20% was taken by Career Advancement. Work environment and culture scored 11.4%; Recognition and Rewards scored 14.3%. Hence, better compensation, career growth opportunities, and skill development are the key areas for improvement. Addressing these areas could lead to higher employee satisfaction and retention.
[bookmark: _Toc182511830]6.2 Conclusive Analysis
The responses from Ibis Styles Birmingham indicate various factors that influence job satisfaction and retention. One of the major areas for improvement was found to be in providing training and development opportunities since the ratings about this aspect were generally low. The retention factors indicate that work-life balance and competitive pay mean more than career advancement to employees. Work schedule flexibility also received mixed responses, in that many employees were dissatisfied with it. Though responses are varied regarding managing peak periods to prevent overwork, a significant portion felt that it was poorly managed. In general, the feelings of job satisfaction are mixed; a majority feel somewhat satisfied, while some report dissatisfaction. Appreciation Very generally, the level of appreciation is good, though there is still feelings from some employees that they are not appreciated. Elements to work on would include: better compensation, training, career development, and work-life balance; all these could generally improve satisfaction and retention.


[bookmark: _Toc182511831]7. Conclusions and Recommendations
The key findings and recommendations from this report highlight, and summarize major insights into the Ibis Styles Birmingham staffing predicament while outlining actionable steps for improvement. Some of the main issues here have been identified as employee turnover rates being high, staffing shortages, pressures of competition, and integrating new technologies that affect operational efficiency in running the hotel and the overall guest experience.
One such finding is the high turnover of employees, which has always adversely reflected service quality and operational stability in the hotel. In fact, some grounds for turnover and dissatisfaction include limited perspective in career building, short training, and less managerial support. Prompt staffing shortages, with the momentum increasing in work and the amount of stress this entails, might suffer from burnout. Consequently, lower staffing levels have resulted in reducing the quality of the guest experience, in that there may not be sufficiently available employees to attend to guest needs. The competitive landscape also adds to the woes of alternative accommodation options such as Airbnb, which are attracting guests to alternative experiences that are more personalized, for instance. Political and regulatory standards in the UK hospitality sector also pressure the hotel to keep employee welfare, safety, and operational compliance at high standards.
Relieving these challenges necessitates an all-encompassing approach to employee retention. This includes systematic career development courses, flexible working conditions, and frequent training sessions. The clear mapping out of defined career tracks within the hotel and the Accor Group will result in higher staff satisfaction and engagement, cultivating growth and opportunity. Their recruitment process today can be improved by an even more stringent and focused approach. This will, in turn, make the onboarding process more engaging and allow for better articulation of the benefits at the hotel. The management should focus on increasing employee engagement through open communication and recognition. Early detection can be achieved through periodic employee satisfaction surveys, results from which would give management ample time to react.
This could hugely improve operational efficiency and enhance guest convenience through investment in technology. Examples include digital check-in kiosks, mobile booking capability, sophisticated HR software to roster employees, and save administrative burdens while simplifying internal processes and enhancing the guest experience. Growing digital capabilities can also support the personalization of guest interactions, noted to reinforce guest loyalty and repeat business. Improvement in workplace culture and work-life balance goes hand in glove. Creating a supportive environment that emphasizes well-being, team-building activities, and competitive compensation packages can enhance staff morale and reduce turnover. Offering performance-based incentives recognizes high-performing employees, motivating them to remain with the organization.
The second area of huge importance is strengthening the brand. This would be able to attract regular guests with regular guests using a loyalty program of Accor, Tic offers, and personalized service. In developing such a process, an investment in Customer Relationship Management tools would need to be made to help the hotel establish a long-term relationship with travelers. Furthermore, this practice of incorporating sustainability into daily operations meets consumer interest in traveling to environmentally-friendly destinations, taken as a tool to feed back into the brand image, meeting environmental expectations. It might continue to include strengthening its brand appeal in the market by way of partnering with local businesses for guest amenities that are sustainable, furthering the cause of eco-conscious tourism in Birmingham.
Outcome The Ibis Styles Birmingham hotel exists in a very aggressive environment, which calls for proactive solutions to the challenges of staffing, technology, and guest expectations. Such areas would be improved by emphasizing employee retention, improving recruitment, digital transformation of processes, and workplace culture. This shall critically improve the quality of service and operational effectiveness. Such recommendations provide a way through which Ibis Styles Birmingham can improve their competitive advantage to ensure long-term growth that enhances employee engagement, operational effectiveness, and customer satisfaction.


[bookmark: _Toc182511832]8. Reflective Account
During my placement at Ibis Styles Birmingham, I obtained very valuable first-hand experience in the hospitality industry, observing such inner details of the hotel operation process and staffing challenges that came along and impacted service quality and guest satisfaction. This reflective account goes into my personal observation, exploring the particular challenges found in relation to employee retention, customer experience, and possible strategic improvements within the hotel.
[bookmark: _Toc182511833]8.1 Overview of Staffing Challenges and Employee Retention
One of the most flagrant issues faced was a remarkably high turnover ratio, which is prejudicially problematic in terms of operational consistency and morale in many areas of the departments. While engaging various staff members, the same complaints of limited opportunities for career growth, work pressures due to understaffing, and a lack of necessary training support seemed to arise time and again. Most members themselves felt that their roles in the team were enjoyable but very demanding, which often led to burnout during peak seasons. This observation underlined the need for a more formalized approach toward employee retention, especially in terms of career development pathways and even management support for employees by reducing stress and increasing job satisfaction.
[bookmark: _Toc182511834]8.2 Guest experience and service quality
During my placement, I also fully realized how staffing levels directly impact the quality of the experiences of guests. I noticed many times how staff shortages would lead to delayed responses to the inquiries of guests, delayed check-in times, and delays in room service. Guests often expect prompt and quick service, especially in a competitive market where alternatives are freely available. This challenge works to effectively balance meager resources against high service standards. In practice, this placed me at an operational perspective whereby the pressures experienced by hotel staff could be understood. It consequently placed demands for systematic improvements that included cross-training and flexible scheduling to ensure that even during busy periods, the hotel could maintain its standards of service without burdensome employees.


[bookmark: _Toc182511835]8.3 Technology Integration and Operational Efficiency
This placement highlighted the importance of technology in enhancing operational efficiencies. Indeed, I noticed that integrated digital tools, such as an online booking engine or automated check-in kiosks, would greatly alleviate tasks from the front desk and enable staff to engage in more personalized ways with guests. However, I equally noticed that some of the technological systems were either outdated or not being utilized to their best advantage with consequential inefficiencies and extended administrative burdens. Manual scheduling procedures, for example, apart from taking so much time on the management's part, needed optimization with an automated HR software solution. These observations furthered my conviction in the need for digital transformation within the hospitality sector. I believe that investment in more recent technologies would surely enable Ibis Styles Birmingham to perform better and make the guests' experience even smoother and hassle-free. Also, such advancements might ease some pressure off the staff and could reduce turnover by improving their day-to-day work environment.
[bookmark: _Toc182511836]8.4 Improvement Strategic Recommendations
Looking back at my placement, some of the strategic areas that I thought improvements could be realized to help address the observed challenges include such areas as employee retention. These can be addressed through an organized career development program, mentorship opportunities, and regular colloquia, which can be used as pathways to nurture an environment of growth and stability. Encouraging supportiveness among employees-a sense that all are cared about and valued should hopefully retard turnover and boost morale. Other important suggestions include offering flexible shifts and interdepartmental training so that enough staff are retained for peak seasons to cope with customer demand. The cross-training of employees can assist in many tasks, therefore, maintaining a flexible workforce and reducing special operation complications that arise due to unexpected absences or volumes of guests.
Lastly, technology improvements must be pursued: efficient management systems, from automating the scheduling process to digital check-in, would minimize administrative hassles and free resources to interact better with guests. Technology can be used to acquire valuable insights into the guest's preferences, which would be beneficial for the hotel in offering a more personalized and enjoyable time to its guests.
[bookmark: _Toc182511837]8.5 Personal and Professional Development
This placement in Ibis Styles Birmingham gave me an excellent opportunity to explore in real-time how the hospitality industry works, thus fostering personal and professional growth. In close contact with the staff of all departments, I had to develop empathy towards the challenges they have to put up with in order to realize the significance of effective management strategies that would protect the welfare of all employees. This experience instilled in me an even greater awareness of human resources and operational strategy that I am now prepared to execute in future roles. On the professional level, I acquired a sense of how meaningful it is to fit any situation and proactively solve a problem in such a timely environment. This placement has allowed me to comprehend how management decisions at every level affect daily work and employee satisfaction and thus thoughtful, evidence-based practices while trying to resolve staffing and operational challenges. I feel better equipped now to make a positive contribution to the hospitality industry and be an advocate for sustainable, employee-centered practices that benefit the workforce and the organization.
All in all, this placement has provided me with a wide-angle view of the challenges and avenues for improvement that exist internally at Ibis Styles Birmingham. It has again underpinned employee satisfaction, integration of technology, and strategic planning as very key in any hospitality business. I feel working at firsthand with the real effects of turnover, operational demands, and technological limitations has prepared me for more effective approaches to dealing with these challenges in my future career, advocating for holistic strategies beneficial to employees and guests alike. This placement has solidified my commitment to finding ways that would stabilize the workforce, streamline operations, and, by doing so, bring excellence to the guest experience.
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4. How likely are you to recommend Ibis Styles Birmingham as a good place to work?
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5. Do you feel there are clear opportunities for career progression within the organization?
35 responses
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6. How would you rate the training and development opportunities provided to you?
35 responses

@ Excellent
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7. What factors would most encourage you to stay long-term at Ibis Styles Birmingham?
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8. How satisfied are you with the flexibility of your work schedule?
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9. How well do you think the hotel manages peak periods to prevent staff overwork?
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10. How would you rate your overall job satisfaction at Ibis Styles Birmingham?
35 responses

@ Very satisfied
@ Satisfied

© Neutral

@ Dissatisfied

@ Very dissatisfied





image12.png
11. How often do you feel appreciated for the work you do?
35 responses
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12. What would you identify as the main area for improvement in the workplace?
35 responses

@ Compensation and benefits
@ Training and development

@ Career advancement

@ Work environment and culture
@ Recognition and rewards
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1. How long have you been working at Ibis Styles Birmingham?
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@ Less than 6 months
@ 6 months to 1 year
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@ Over 3 years
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2. How satisfied are you with your current compensation package
35 responses

@ Very satisfied
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3. How would you rate the level of support you receive from management in handling job-related

stress?
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