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[bookmark: _v7pifia09t55]Abstract 

The hospitality sector was one of the hardest hit during the Pandemic along with BREXIT  is still recovering at a fast pace. The long-term  effect of both incidents created an industry facing significant challenges such as staff shortage, skill shortage in critical roles, work overload, high operational expenses etc. The paper explores the deepening mental health issues among hospitality workers due to the high pressure at the workplace. The stigma of seeking mental health support has a negative impact on individual, organisational and industry level . A review of literature was conducted to understand the current level of the problem including the theories and frameworks. The transactional theory and stress coping theory clearly explains the individual is skeptical whether the system has sufficient resources to address their issue . The analysis revealed that the employees have a lot of stigma such as fear of exclusion, fear of losing a job , fear of losing development opportunities and therefore they suffer in distress and develop individual coping mechanisms to manage the situation. Another important finding was that the majority of the supervisors or leaders are not aware of the mental health condition, lack training to detect and offer support. Using PEAS, SWOT and Thematic analysis the study found that lack of awareness of the supervisors are the root cause which limits employees to openly discuss the problem with them, supervisors never normalise the mental health condition, the employees have limited access to various support systems. Therefore a co-ordinated action is recommended to address stigma and programmes, surveys , redesign the work culture, policy making and implementation, regular evaluation, use of technology etc . Addressing stigma can bring a wide level of change within the industry and bring in success , profitability and sustainability for the business









[bookmark: _tq8nvqm2wxqz]Introduction


The hospitality sector is one of the largest employers in the UK, representing 5% of the overall business, and was the highest contributor, around £59.3 billion, towards the country’s economy. The sector had the highest proportion of younger skilled workers,  EU workers, culturally diverse, minority and ethnic groups, etc.  (Hutton, Foley and Irvine, 2022). Around the world, hospitality is the prominent sector that hit the hardest during the Covid 19 Pandemic, with a huge number of businesses shut down, millions of jobs permanently lost. Employees permanently moved to other professions by choice. They reduced working hours and pay, etc. On top of that, Brexit worsened the situation by causing skilled employees from other EU countries to lose their job which caused high labour shortages, cost inflation, and high operational expenses, as the impacts caused mounting pressure on them due to long working hours, workload, low work-life balance and lack of mental support. (Feltmann et al., 2023) The high mental stress and emotional demands are common, but a stigma against mental support at work, limits them from seeking support. Considering the magnitude, it should be addressed on an individual , organisational and industrial level. 
This paper aims to understand the deepening mental health crisis among hospitality workers, its impact and how important it is to grow awareness to support employees who are under severe stress, anxiety, and burnout, and address the stigma against seeking mental health support at an industrial level. 







[bookmark: _n3kkjike3667]Literature review 

The specific area chosen within the theme   is “Stigma limits hospitality workers  seeking mental health support at hospitality workplace “
The hospitality industry is identified as one of the most stressful work environments, in which 57% UK hospitality workers have agreed they lack mental support and are experiencing burnout and anxiety. Finding reveals that 75% responded that the persistence of stigma limited them from seeking support. (Vaughan, 2026). This is affecting their overall mental well-being. 
According to the Centres for Disease Control and Prevention. Stigma refers to negative attitudes, beliefs, and stereotypes people may hold towards those who experience mental health conditions. Further, a hospitality environment that stigmatises mental health conditions is considered one of the highest barriers for people to seek support and treatment on time (CDC, 2026). The Transactional Theory of Stress and Coping by Lazarus and Folkman (1984) describes that stress depends on a person’s perception, not the situation itself. The article states incidence of stress is the result of people’s perception that the resources are not sufficient to cope with the problem   (Krikonis et al., 2025). Workers who face burnout and anxiety should be able to perceive that the mental support and the system are capable enough to overcome their stigma (Krikonis et al., 2025). In the absence of a positive environment where the employees are judged, insecure, and being normalised,  employees face challenges at work. Further, it is identified that certain stressors are highly prevalent in the hotel sector, such as job insecurity, high demands in the job, immediate responsiveness, unsupportive leadership, and each needs individual attention and treatment, but are generally considered as occupational stress that leads to burnout, stress and dissatisfaction. (Wong, Kim and Xu, 2025). The results of these impacts are absenteeism, increased errors, low efficiency, etc (Wong, Kim and Xu, 2025
The common barriers identified to seek mental health support are the fear of insecurity, fear of losing a job, low career advancement and fear of exclusion, which discourage workers from opening up. Few articles discuss the lack of resources and support from the superiors, which are creating organisational barriers to identifying the mental health problems among employees and addressing the same with effective measures.
Socio-cultural norms against mental health conditions are also contributing to the crisis, where cultural expectations of having resilience and emotional control make people hesitant to open up regarding their mental health problems. Due to the lack of support from the organisation and support systems, they gradually develop their individual coping mechanism and self-silencing, where they develop coping strategies to overcome trauma and distress due to the fear of exclusion. (Daraz et al., 2025)
The literature shows that addressing the mental health problems among hospitality workers is becoming crucial for any organisation and industry as a whole. The untreated mental health issues are adversely affecting both the employees and employers, as they can lead to serious implications. Being one of the hardest hit industries during the Covid, the industry is still in the coping process, and the employees are also not fully recovered from the trauma. The situation worsened due to staff shortage, demanding jobs, lack of skill, stress, burnout, work overload,d etc. Therefore, unaddressed and unidentified mental health issues are creating barriers for employees to perform effectively due to severe mental, physical and social health issues (Ghazali et al., 2024)

Studies have found that the mental health and well-being of employees are a critical factor for organisations to achieve productivity, efficiency, profitability, service quality, engagement, sustainability (Wu et al., 2021).  Therefore, it should be addressed on an industrial level by understanding the root causes. (Wong, Kim and Xu, 2025) to improve organisational performance. 
With the growing awareness, Renowned hospitality brands have already incorporated employee mental health and wellbeing into their corporate strategy programme employee mental, physical and professional. For instance, Marriott, with its employee wellbeing initiative “Take care, focus on individual support with various programmes and benefits for employees' physical, mental and professional wellbeing, which help them achieve continuous mental support, growth and development opportunities, achieve better work-life balance and thus contribute their best to the organisation ( Yingling, 2024).
The workers are protected with government laws, rules and acts such as the Equality Act 2010, Health and Safety at Work Act 1974 , working time regulation 1998, and Employment Rights Act 2025, but the demanding nature of work and deepening mental stress among the hospitality industry show that additional support is required at the organisational level and individual level for effective implementation of the rules (HSE, 2017)


















[bookmark: _6a0p3srajrq9]Method 
The method adopted is secondary data collection through published literature such as research papers, books, articles, journals, research reports, and websites through credible sources. Then the data will be analysed through Theme impact analysis, which is a widely used data analysis method for qualitative data analysis where the researcher (1) familiarises data, (2) generates codes, and (3) identifies patterns and thus develops themes. (4) review the themes, (5) define themes, and (6)identify which themes contribute positively or negatively and their impact on (7) prepare the report. The researcher will read the literature thoroughly to familiarise themselves and review it to identify the patterns. The process will help to identify recurring patterns, categorise them based on the significance, and formulate a positive or negative will be formulated to address the mental health challenges faced by hospitality employees. (Ahmed et al., 2025)
Currently, the impact is analysed based on individual, organisational and industrial levels and its overall impact on the hospitality sector. 
Followed by the Theme impact analysis, a Swot analysis (Strengths, Weaknesses, and Opportunities) analysis will be conducted on how the current mental health conditions will be addressed. Considering the magnitude and complexity of the problem The PEAS  (problem, Evidence, analysis and solution ) framework will be used. As it allows a structured critical thinking method to understand the multiphase problem with clarity, with support of literature and theories, analyse the problem and propose a solution. 







[bookmark: _a1qww0hpkhsu]Theme impact analysis 
The deepening mental health crisis has a long lasting impact on individual and organisational levels. To assess the situation, the researcher has thoroughly familiarised and reviewed the literature and has identified a pattern, i.e., impacts are on three levels: individual level, organisational and industrial level. themes identified under each level. 
[bookmark: _bouptrkpafg7]1. Individual Level
The highest impact was the stigma of seeking mental health support that results in anxiety and burnout. The situation leads to low performance, poor health and fear of judgment. The reasons identified as job insecurity, fear of exclusion, and fear of seeing low performers, etc. The ongoing condition leads to severe depression, worsening quality of life. This will result in emotional outburst especially when the individual perceives the resources are not available or not sufficient, or not accessible to mitigate the situation. (Ballout, 2025) They develop negative self-perception for a worsened situation, as well as positive coping strategies to handle some situations. But overall, it weakens their self-esteem as they internalise the distress. (CDC, 2026). Theory of Stress and Coping by Lazarus and Folkman (1984) also supports this, as the employees do not feel secure to open up their condition due to a lack of confidence in the support for the problem   (Krikonis et al., 2025
[bookmark: _vbtpuowj8d5t]2. Organisational Level 
[bookmark: _dycscndw662l]It is identified that social and cultural norms have a great role in developing stigma by the normalisation of job stress and burnout,(Galbraith et al., 2025) by which the mental health conditions are not getting much priority at organisational level, where it is seen as a weakness or lack of skill or strength, the discussions on mental health are not encouraged (Mind Share Partners, 2024). As a result, employees have no access to resources or support. Secondly, the stigma and deepening mental health condition causes absenteeism, low service quality, low engagement, low loyalty, productivity,  and have a direct impact on organisational reputation, service quality, brand image, profitability and customer satisfaction(de Oliveira et al., 2022). Third, poor mental health conditions result in high turnover and low productivity. (Wong, Kim and Xu, 2025  Leaving the problem unaddressed creates an operational and financial burden on the company. (Berkeley Executive Education, 2022)
3. Industry level 
Ongoing mental health crisis affects the overall industry with staff shortage, overburden, skill shortage, high employee turnover, economic challenges (Ballout, 2025) and secondly, mental health policies and initiatives at the government level need strict implementation with recommended standard which is reducing the effectiveness and benefits. The industry is popular for a stressful work environment and poor mental health of employees, which needs to be addressed at this critical point. The UK government does not provide any hospitality-only mental health training programme, but the Health and Safety at Work Act 1974  puts a legal obligation on organisations to protect the mental health and well-being of employees. (GOV.UK, 1974)The Equality Act 2010 (GOV.UK, 2010) protects from exclusion, and the HSE-specific management standard guide to manage mental stress, and services are integrated into many hospitality training modules. Leadership training offered to managers through the growth scheme on mental health and well-being. An example of positive impact is Hilton, with their “Thrive programme” aims to normalise seeking support and offers free counselling, stress management support, a mental health supporting app, one to one meeting with leaders to discuss wellbeing, support resources for managers, such as self reflection guide, strategic breaks, training for managers, online, globally accessible online resources to hilton properties, including franchises etc.
[bookmark: _gasr98vz2snn]SWOT analysis (Hilton, 2022)

	Strength
	Weakness

	1. The growing awareness on importance  of mental health and its impact on performance 
1. A growing number of organisations ensure the successful implementation of policies and adherence to legal requirements
1. A growing number of hotels are incorporating mental health and well-being of employees to their corporate culture
	1. Stigma is highly prevalent, and employees are hesitant to seek mental support 
1. Lack of awareness and training among leaders and supervisors, which limits offering early detention, support services, creating/accessing the resources, non availability of support services 
1. Ongoing problem affecting the employee's performance and life, which has a direct impact on organisational performance. 
1. 

	Opportunities
	Threats 

	1. Mental health programmes can be collaborated with public health initiatives
1. Campaigns can be conducted, and regular research shall be conducted. 
1. Incorporate mental health and wellbeing to corporate objectives and implement 



	1. Ongoing stigma 
1. There are hotels where the rules and government guidelines are not being followed 
1. The hospitality industry is still recovering from Pandemic impact





[bookmark: _i60y4g1djfgs]PEAS analysis (Problem, evidence, analysis and solution ) 
Problem 
The theme impact analysis has been done on three levels: individual, organisational and industry level. Further mental health discussions are discouraged as showing strong and resilient is considered more acceptable at work place, even under high pressure. Literature and analysis revealed that hospitality employees are under stress, experiencing burnout, and experiencing severe anxiety. This is the most significant problem that needs to be addressed at the individual and organisational levels at the earliest.  (Wong, Kim and Xu, 2025 )
Evidence 
However, the legislation by the government is in place to protect mental health and safety; Industry is consistently reporting that the distress, anxiety and stigma among the hospitality workers seeking mental health support within the organisation or outside are showing an increasing trend. The majority of the hospitality organisations are not well-equipped with trained supervisors and supportive resources.(Felix, 2025)
Analysis
The lack of organisational effort and the lack of awareness among superiors regarding mental health conditions and the importance and benefits of addressing the same are limiting employees from seeking support. Therefore, employees are developing coping mechanisms by themselves to overcome the distress in silence.(Yang et al., 2025)
Solution
The solution should start at an individual level. The programme on organisational level and industrial levels are recommended.An organised effort to reduce stigma at work and mandatory programmes like campaigns , trainings, conferences to create awareness, policy making and advocacy is also suggested. It is recommended to design hotel level employee wellbeing programmes and ensure early detection, support services and resources.


[bookmark: _w9465bu7rxah]Conclusion 
In short, the literature indicates that hospitality workers are facing a high level of stress at work, and the major reasons are stigma to seek mental health support services and their fear of exclusion. Literature suggests that to consider the situation both at the individual and organisational levels. It shows that the post-pandemic hospitality sector is incorporating a mental health support system for employees, but not very effectively due to problems unique to the hospitality sector, such as staff shortage, Brexit impact, workload, work demands, skill shortage in critical roles, etc. Considering this following recommendations are proposed,

[bookmark: _xpzkozcjjgf6]Recommendations
Considering the unique nature of mental health issues and the magnitude of the problem, 
A consortium of hospitality associations can conduct a national-level conference to address the deepening mental health conditions and stress among hospitality workers and revisit the policies and suggest amendments. The mental health standards to help organisations to formulate, implement and evaluate mental health programmes within the organisations. 
Policy recommendation to government : The recommendations can be submitted to the government. The mental health standards and services within the organisational level should be redesigned, benchmarked and made mandatory to implement the same across all organisations.
Employee wellbeing programmes with clear action plans , objectives and programmes with clear vision and mission should be implemented and must incorporate them with the corporate objectives. The report must be published on a yearly basis. Regular monitoring , evaluation, modification on mental health initiatives at industry and organisational level and make necessary changes . Ensuring confidentiality and non judgemental approach should be ensured. 
Invest in Technology such as wellbeing apps and regular online survey, 24X7 confidential counselling services, accessible resources, and ensure transparent communication with team and supervisors to ensure people and mentally healthy and happy
Mandatory mental health training for everyone in leadership roles to ensure early detection and support for the employees.TRaining hould be given to leaders on mental health at work, procedures to address mental health conditions of employees, how to use resources, how to communicate with employees with mental health conditions etc 
Mandatory programmes should be conducted to normalise mental health conditions to avoid stigma and encourage discussions to strengthen people with mental health conditions. The organisation must communicate the conditions will not affect their job security , career and development with conditions . Mental health campaigns on regular intervals shall be promoted and feedback surveys can be run . A dedicated team with qualified professionals to manage the initiatives 
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