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Staff shortage and labor challenges are main problems in the hospitality industry. The human resource department of the negative impacts is that owing to the enormously large workforce nature of the industry, it heaves major challenges in employee attraction and then retention of such qualified and skilled workforce which has a consequent impact on the high turnover rates and subsequent pressure on wages (Yang et al., 2023). These challenges have gone worse after the pandemic since the sector’s revival requires a relatively bigger army of employees. The importance of this theme draws its justification from its correlation with the quality of services, guest satisfaction and general organizational performance. In the context of Brexit and the COVID-19 outbreak, a case study of a selected hotel chain in the UK will be described to reveal the impacts of skill and talent shortage on operational results.
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The hygiene factors and motivators can help to understand the current situation; the labor crisis. The lack of such requirements, coupled with constraint growth prospects and unhealthy working environment, is attributed to high staff turnover and employee turnover (Ye and Chen, 2024). Furthermore, Herzberg points out that research in the hospitality industry indicates attention to a lack of motivational factors such as recognition, promotion, and employee representation to achieve job satisfaction and organizational commitment. Consequently, hotels have difficulty finding qualified personnel and encounter problems regarding service delivery, customers’ satisfaction, and organizational performance. Knowledge regarding how labor challenges impinge the hospitality business can also be supported by Maslow’s Hierarchy of Needs theory. According to the theory, there are five hierarchical needs and these entails physiological, safety, belongingness, esteem, and self-actualization needs (Ihensekien and Joel, 2023). In the hospitality industry, these shortcomings result into demoralization of workforce, implying poor quality of customer service, and diminished profitability for hotels. Solving these problems with labor means reconsidering the incentives and welfare of employees in order to create conditions for the relatively stable development of the domain of hospitality.
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Many organizations have pursued staff training and upgrading as ways of increased job satisfaction and promotions. For instance, the Hilton Group has established an extensive management assistance program meant to train employees to be prospective managers. Such incentives do not only cater for motivation peculiarities, but also develops creation of a workforce of skilled personnel. However, the limitation of this approach is that training initiatives are capital intensive and can take some time before positive impacts are observed. Another labor-related area that has prompted flexibility from organizations is the use of technology in recruitment and other areas of operation like the use of internet to convene interviews and the use of aids such as computers to ease processes like check-in (Grigoryan, 2024). Very often technology can decrease the indications of human interaction and while it can increase efficiency, it can also lead to decreased customer connection meaning that guest satisfaction levels can be affected.
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Essentials of immigration during the COVID-19 crisis means that the rules on immigration made the hospitality industry suffer more from labor shortages (Paramadita et al., 2024). New generations’ expectations have a critical influence on the current and future organization. Many organizations have embraced different employee expectations that relates to employee relations for instance, work, performance, reconciliation, dismissal and the general exercise of employee rights. 
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Different methods have been employed in the hospitality industry to try and solve issues to do with labor shortage and the measures have varied in effectiveness. Delta Hotels which is under the Marriott group has aimed at retaining skilled employees through attractive compensation, promotion and employee training. Six Senses has paid special attention to sustainability and wellness hence the same has been reflected in the wellness of its employees and the favorable working condition. Hilton has introduced the Great Place to Work plan to enhance employee engagement and inclusion while offering flexible staffing policies and benefits such as tuition reimbursement and healthcare. 
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Six Senses has paid special attention to sustainability and wellness hence the same has been reflected in the wellness of its employees and the favorable working condition. 
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Solution on how to meet demand for skilled personnel in the hospitality industry has to involve workforce development programs. For example, Marriott International has an elaborate training and development program comprising of career path, on line training, behavior base training and leadership initiatives (Godbless, 2021). For instance, internship and apprenticeship can equip students with working experience at the same time offer hotels talented workers for starting entry level job openings. 
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Studies suggest that one is likely to stay with companies that meet his and her human need requirements. For example, the use of flexibility in work arrangements can enable organizations to come up with good staffing patterns to address the demand of the peak and off-peak seasons with possible regard to employees’ family responsibilities. The elimination of shift work and the letting of staff choose their shifts or work from home where possible will benefit the turnover rate of the hotels (Kähkönen, 2023). In addition, emphasizing flexibility as a core value will allow companies to appeal to a higher number of applicants, who would not have considered a career in hospitality due to set schedules.
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Applying practices using the technology in the hiring process can also be useful in improving the ways that candidates are treated. For instance, some companies have engaged themselves in employer branding created through the themes or projects that include diversity and inclusion and employee’s well-being such as Accor (Bharadwaj, 2024). Furthermore, these technologies can assist the hotels in discovering the accurate contenders who can serve best for the job, and thereby can solve the problem of shortage of staff promptly.
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Due to the fact that this industry is highly dependent on employment, particularly human resource, it is essential to adopt a good strategic framework that falls in line with managing human resource in order to offer efficient customer service and carrying out complex operations. Wage and working conditions should be effectively addressed, as well as a supportive organizational environment that can help satisfy higher-order needs to improve turnover and satisfaction at work. Wage rates, flexible working arrangements, and training are responses from the industry that show serious intentions of addressing these problems but at the same time express constraints that need to be managed prudently. Policy and management interventions as envisaged in the Labor Force Surveys indicating future occupational workforce development, work flexibility, and employer branding approaches are critical for skilled workforce recruitment in the sector. 
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Implementing options such as working shifts to allow personnel to select or telecommuting where people can work from home for some tasks will attract a large number of applicants who have family responsibilities. Employee work-life balance is important and adjustment of work schedules can lead to reduced turnover. For example, allowing employees to give preferences for shift choice in a more precise manner will ensure that peak, and off-peak periods are covered appropriately, without encroaching on the employee’s commitments. This way hotels are able to maintain a stable employee base and improve quality of service and engagement for employees all towards creating a loyal staff base.
Hotels also have an opportunity to advance paths to the industry for educational and vocation institutions where graduates can go to work in a given hotel after their studies. This approach is less expensive and encourages staff development that leads to lasting employment with local hotels, some of whom are ready to advance inside the company.
Recruitment can be made more efficient by conducting interviews through applications and setting up virtual interviews, tracking applications as well as automated scheduling increases the diversity of the candidates. 
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LITERATURE REVIEW

 Some of the ways that many hotels have been dealing with staff shortages include raising

wages and at the same time improving benefits offered.

 Also, Marriott International made statements on measures to increase

minimum wages for employees, with an ultimate goal of securing human

resources (Grigoryan, 2024).

 For instance, the Hilton Group has established an extensive

management assistance program meant to train employees to

be prospective managers.

 Many organizations have pursued staff training and upgrading as ways of increased job satisfaction and

promotions.
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Literature Review

Some of the ways that many hotels have been dealing with staff shortages include raising wages and at the same time improving benefits offered.

Also, Marriott International made statements on measures to increase minimum wages for employees, with an ultimate goal of securing human resources (Grigoryan, 2024).

For instance, the Hilton Group has established an extensive management assistance program meant to train employees to be prospective managers. 





Many organizations have pursued staff training and upgrading as ways of increased job satisfaction and promotions. 





Many organizations have pursued staff training and upgrading as ways of increased job satisfaction and promotions. For instance, the Hilton Group has established an extensive management assistance program meant to train employees to be prospective managers. Such incentives do not only cater for motivation peculiarities, but also develops creation of a workforce of skilled personnel. However, the limitation of this approach is that training initiatives are capital intensive and can take some time before positive impacts are observed. Another labor-related area that has prompted flexibility from organizations is the use of technology in recruitment and other areas of operation like the use of internet to convene interviews and the use of aids such as computers to ease processes like check-in (Grigoryan, 2024). Very often technology can decrease the indications of human interaction and while it can increase efficiency, it can also lead to decreased customer connection meaning that guest satisfaction levels can be affected.
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““WE OPERATE ON THE
ETHOS OF IF WE TAKE
CARE OF OUR
ASSOCIATES, THEY IN
TURN WILL TAKE CARE
OF OUR GUESTS. NEVER
BEFORE HAS IT BEEN
MORE IMPORTANT TO
ENSURE THAT WE RETAIN
AND ATTRACT NEW
TALENT TO THE
HOSPITALITY INDUSTRY.
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APPLICATION TO THE HOTEL AND HOSPITALITY SECTOR

Summary of PESTEL Analysis



National policies with regard to immigration and labor laws

impact the supply of skilled workers to a large extent.



A number of factors in the hospitality industry are affected by

fluctuations in the economic cycle.



Increase in the rates of inflation has made employees demand

for higher wages.



This put pressure on hotels to balance the high costs of

operating and the need to cover wages for talented employees

(Paramadita et al., 2024).
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Application to the Hotel and Hospitality Sector

Summary of PESTEL Analysis

National policies with regard to immigration and labor laws impact the supply of skilled workers to a large extent.

A number of factors in the hospitality industry are affected by fluctuations in the economic cycle.

Increase in the rates of inflation has made employees demand for higher wages.

This put pressure on hotels to balance the high costs of operating and the need to cover wages for talented employees (Paramadita et al., 2024). 







Essentials of immigration during the COVID-19 crisis means that the rules on immigration made the hospitality industry suffer more from labor shortages (Paramadita et al., 2024). New generations’ expectations have a critical influence on the current and future organization. Many organizations have embraced different employee expectations that relates to employee relations for instance, work, performance, reconciliation, dismissal and the general exercise of employee rights. 
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APPLICATION TO THE HOTEL AND HOSPITALITY SECTOR

INDUSTRY RESPONSES

 Delta Hotel encourage staff to stay with the company

through a better working environment (pay, training, and

promotion).

 Strength: It uplifts enthusiasm and retention of employees

within an organization and discourages employees’

turnover.

 Limitation: it cannot be attractive to employees expecting

flexibility, or job security outside the hospitality industry.

 Hilton has different positions for staffing policies and

practices (employee flexible benefits such as tuition

reimbursement and healthcare).

 Strength: Its capabilities include attraction of diverse

workforce and extensive development programs.


Microsoft_PowerPoint_Slide4.sldx
Application to the Hotel and Hospitality Sector
Industry responses

Delta Hotel encourage staff to stay with the company through a better working environment (pay, training, and promotion). 

Strength: It uplifts enthusiasm and retention of employees within an organization and discourages employees’ turnover.

Limitation: it cannot be attractive to employees expecting flexibility, or job security outside the hospitality industry.

Hilton has different positions for staffing policies and practices (employee flexible benefits such as tuition reimbursement and healthcare).

Strength: Its capabilities include attraction of diverse workforce and extensive development programs.







Different methods have been employed in the hospitality industry to try and solve issues to do with labor shortage and the measures have varied in effectiveness. Delta Hotels which is under the Marriott group has aimed at retaining skilled employees through attractive compensation, promotion and employee training. Six Senses has paid special attention to sustainability and wellness hence the same has been reflected in the wellness of its employees and the favorable working condition. Hilton has introduced the Great Place to Work plan to enhance employee engagement and inclusion while offering flexible staffing policies and benefits such as tuition reimbursement and healthcare. 
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APPLICATION TO THE HOTEL AND HOSPITALITY SECTOR

INDUSTRY RESPONSES

 Six Senses stresses all the types of wellness perks

and sustainability for employees to motivate the

workforce and retain them.

 Strength: Cohesion of organizational and personal

values, low turnover rates.

 Limitation: Reference cannot be made across the

hospitality industry in general as other concepts

may hold true.
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Application to the Hotel and Hospitality Sector
Industry responses

Six Senses stresses all the types of wellness perks and sustainability for employees to motivate the workforce and retain them.

Strength: Cohesion of organizational and personal values, low turnover rates.

Limitation: Reference cannot be made across the hospitality industry in general as other concepts may hold true.







Six Senses has paid special attention to sustainability and wellness hence the same has been reflected in the wellness of its employees and the favorable working condition. 
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EVALUATE FUTURE POLICY AND MANAGEMENT OPTIONS

Encouraging 

employees to be 

lifelong learners 

can benefit 
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preparing them 
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For example, 

Marriott can 

form more 

strategic 

cooperation with 

educational 

institutions that 

can strengthen 

the workforce 

development 

(Godbless, 
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allow 
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development of 

programs that 

can cover the 

gaps in skills 

required in the 

industry.

Enhancing Workforce Development Programs
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Evaluate Future Policy and Management Options

Enhancing Workforce Development Programs







Solution on how to meet demand for skilled personnel in the hospitality industry has to involve workforce development programs. For example, Marriott International has an elaborate training and development program comprising of career path, on line training, behavior base training and leadership initiatives (Godbless, 2021). For instance, internship and apprenticeship can equip students with working experience at the same time offer hotels talented workers for starting entry level job openings. 
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Encouraging employees to be lifelong learners can benefit hotels by preparing them for dynamic customers.





For example, Marriott can form more strategic cooperation with educational institutions that can strengthen the workforce development (Godbless, 2021).





University and vocational school partnerships allow engagement in development of programs that can cover the gaps in skills required in the industry.
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EVALUATE FUTURE 

POLICY AND 

MANAGEMENT 

OPTIONS

Implementing Flexible Work Policies

 Hospitality industry needs to get ready for the shifting needs of its workforce.

 It will insist on flexible schedules, work from home and other programs for balancing between work and

personal life.

 Flexible work schedules are also viewed among major work-life initiatives that have been implemented

by Hilton to improve the health of its staff.
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Evaluate Future Policy and Management Options

Implementing Flexible Work Policies

Hospitality industry needs to get ready for the shifting needs of its workforce. 

It will insist on flexible schedules, work from home and other programs for balancing between work and personal life.

Flexible work schedules are also viewed among major work-life initiatives that have been implemented by Hilton to improve the health of its staff.







Studies suggest that one is likely to stay with companies that meet his and her human need requirements. For example, the use of flexibility in work arrangements can enable organizations to come up with good staffing patterns to address the demand of the peak and off-peak seasons with possible regard to employees’ family responsibilities. The elimination of shift work and the letting of staff choose their shifts or work from home where possible will benefit the turnover rate of the hotels (Kähkönen, 2023). In addition, emphasizing flexibility as a core value will allow companies to appeal to a higher number of applicants, who would not have considered a career in hospitality due to set schedules.

17



image1.png

Greater Maximized
work-life balance productivity
03]
Increased : Cost savings
inclusivity < for employers

e

F














image10.emf
EVALUATE FUTURE POLICY AND MANAGEMENT OPTIONS

The hospitality industry 

needs to seriously consider 

the appropriate employer 

branding and effective 

recruitment strategies.

The literature review 

indicates that companies 

with strong employer brand 

reputation both acquire 

high quality employees as 

well as cushion its turnover 

rate.

Hotels must make effective 

use of these tools and 

channels, which include 

social media, word from 

the employee’s mouth or 

specifically designed 

recruitment advertising 

(Bharadwaj, 2024).

Strategic Employer Branding and Recruitment Initiatives
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Evaluate Future Policy and Management Options

Strategic Employer Branding and Recruitment Initiatives





Applying practices using the technology in the hiring process can also be useful in improving the ways that candidates are treated. For instance, some companies have engaged themselves in employer branding created through the themes or projects that include diversity and inclusion and employee’s well-being such as Accor (Bharadwaj, 2024). Furthermore, these technologies can assist the hotels in discovering the accurate contenders who can serve best for the job, and thereby can solve the problem of shortage of staff promptly.
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The hospitality industry needs to seriously consider the appropriate employer branding and effective recruitment strategies.





The literature review indicates that companies with strong employer brand reputation both acquire high quality employees as well as cushion its turnover rate.





Hotels must make effective use of these tools and channels, which include social media, word from the employee’s mouth or specifically designed recruitment advertising (Bharadwaj, 2024).
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CONCLUSION



The presentation highlights the importance of the issue of

staff shortage and labor challenges in the hotel and

hospitality industry.



The PESTEL analyses identified the importance of macro-

environmental influences on government policies and shift

in the economic condition to determine labor availability

and employee expectations.



The presentation contributes to the knowledge of developing

a long-lasting productive workforce in providing high-

quality guest experiences.
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Conclusion

The presentation highlights the importance of the issue of staff shortage and labor challenges in the hotel and hospitality industry.

The PESTEL analyses identified the importance of macro-environmental influences on government policies and shift in the economic condition to determine labor availability and employee expectations.

The presentation contributes to the knowledge of developing a long-lasting productive workforce in providing high-quality guest experiences.







Due to the fact that this industry is highly dependent on employment, particularly human resource, it is essential to adopt a good strategic framework that falls in line with managing human resource in order to offer efficient customer service and carrying out complex operations. Wage and working conditions should be effectively addressed, as well as a supportive organizational environment that can help satisfy higher-order needs to improve turnover and satisfaction at work. Wage rates, flexible working arrangements, and training are responses from the industry that show serious intentions of addressing these problems but at the same time express constraints that need to be managed prudently. Policy and management interventions as envisaged in the Labor Force Surveys indicating future occupational workforce development, work flexibility, and employer branding approaches are critical for skilled workforce recruitment in the sector. 
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RECOMMENDATIONS

 For promotion of staff loyalty and acquisition of professional

employees, the hotel industry should focus on matters such as

compensation, employee benefits and flexibility at work.

 In addition, hotels should introduce structured internships,

apprenticeship and training that reflects on the new entrant’s job

description.

 These programs provide practical insight while satisfying

employment needs, especially in lower skills workforce where

turn-over is typically high.

 Furthermore, technology can be of great help in the recruitment

process in improving the way potential candidates engage in the

hiring process as well as increasing the rate of locating and hiring

suitable talent.
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Recommendations

For promotion of staff loyalty and acquisition of professional employees, the hotel industry should focus on matters such as compensation, employee benefits and flexibility at work. 

In addition, hotels should introduce structured internships, apprenticeship and training that reflects on the new entrant’s job description. 

These programs provide practical insight while satisfying employment needs, especially in lower skills workforce where turn-over is typically high.

 Furthermore, technology can be of great help in the recruitment process in improving the way potential candidates engage in the hiring process as well as increasing the rate of locating and hiring suitable talent. 







Implementing options such as working shifts to allow personnel to select or telecommuting where people can work from home for some tasks will attract a large number of applicants who have family responsibilities. Employee work-life balance is important and adjustment of work schedules can lead to reduced turnover. For example, allowing employees to give preferences for shift choice in a more precise manner will ensure that peak, and off-peak periods are covered appropriately, without encroaching on the employee’s commitments. This way hotels are able to maintain a stable employee base and improve quality of service and engagement for employees all towards creating a loyal staff base.

Hotels also have an opportunity to advance paths to the industry for educational and vocation institutions where graduates can go to work in a given hotel after their studies. This approach is less expensive and encourages staff development that leads to lasting employment with local hotels, some of whom are ready to advance inside the company.

Recruitment can be made more efficient by conducting interviews through applications and setting up virtual interviews, tracking applications as well as automated scheduling increases the diversity of the candidates. 
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INTRODUCTION 



The topic for this assignment is based on staff shortage and

labor challenges within the hospitality industry.



Lack of staff is a major problem for hotel businesses (Yang et

al., 2023).



Challenges facing by hotels includes; recruitment and retention

of employees, high turnover, wages demands and work life

balance.



Staff issues are the most critical topic because the quality of

service produced is high dependent on the available human

resource at the workplace.
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Introduction 

The topic for this assignment is based on staff shortage and labor challenges within the hospitality industry.

Lack of staff is a major problem for hotel businesses (Yang et al., 2023).

Challenges facing by hotels includes; recruitment and retention of employees, high turnover, wages demands and work life balance.

Staff issues are the most critical topic because the quality of service produced is high dependent on the available human resource at the workplace.







Staff shortage and labor challenges are main problems in the hospitality industry. The human resource department of the negative impacts is that owing to the enormously large workforce nature of the industry, it heaves major challenges in employee attraction and then retention of such qualified and skilled workforce which has a consequent impact on the high turnover rates and subsequent pressure on wages (Yang et al., 2023). These challenges have gone worse after the pandemic since the sector’s revival requires a relatively bigger army of employees. The importance of this theme draws its justification from its correlation with the quality of services, guest satisfaction and general organizational performance. In the context of Brexit and the COVID-19 outbreak, a case study of a selected hotel chain in the UK will be described to reveal the impacts of skill and talent shortage on operational results.
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LITERATURE 

REVIEW

 Employment turnover is observed high in the hospitality industry due to

unsatisfactory wages and unpleasant working conditions (Ye and Chen,

2024).

 Because of the inadequate availability of promotional incentives, it is

challenging for hotels to keep professional employees.

 The employees working in organizations that have low wages, and no job

security makes them seek for better vacancies (Ihensekien and Joel,

2023).

 Most people in the hospitality industry have little chance for filling the

higher-level needs

 This mean low morale and productivity which in turn influence their

performance about customer service and profitability.
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Literature Review

Employment turnover is observed high in the hospitality industry due to unsatisfactory wages and unpleasant working conditions (Ye and Chen, 2024).



Because of the inadequate availability of promotional incentives, it is challenging for hotels to keep professional employees. 

The employees working in organizations that have low wages, and no job security makes them seek for better vacancies (Ihensekien and Joel, 2023).

Most people in the hospitality industry have little chance for filling the higher-level needs

This mean low morale and productivity which in turn influence their performance about customer service and profitability.





The hygiene factors and motivators can help to understand the current situation; the labor crisis. The lack of such requirements, coupled with constraint growth prospects and unhealthy working environment, is attributed to high staff turnover and employee turnover (Ye and Chen, 2024). Furthermore, Herzberg points out that research in the hospitality industry indicates attention to a lack of motivational factors such as recognition, promotion, and employee representation to achieve job satisfaction and organizational commitment. Consequently, hotels have difficulty finding qualified personnel and encounter problems regarding service delivery, customers’ satisfaction, and organizational performance. Knowledge regarding how labor challenges impinge the hospitality business can also be supported by Maslow’s Hierarchy of Needs theory. According to the theory, there are five hierarchical needs and these entails physiological, safety, belongingness, esteem, and self-actualization needs (Ihensekien and Joel, 2023). In the hospitality industry, these shortcomings result into demoralization of workforce, implying poor quality of customer service, and diminished profitability for hotels. Solving these problems with labor means reconsidering the incentives and welfare of employees in order to create conditions for the relatively stable development of the domain of hospitality.
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