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Abstract 
The aim of this report is to analyse the impact of staff shortages of skilled personnel within the hotel and hospitality management. The business of hospitality being an essential part of the world economy experiences severe trouble with the workforce, particularly due to the COVID-19 outbreak. Skills deficits, mainly in the areas of management, housekeeping, and customer contacts have developed into structural factors rather than pipeline deficiencies. Some of the issues that have led to this problem are that workers earn little pay, condemn long hours of work, have little promotional opportunities, and organisations have high turnover rates, which have an adverse effect on service delivery.  The issues of staffing and human resources management of employees are considered, focusing on the question of remuneration and culture within an organisation. In order to solve these personnel shortages, the report also suggests solutions like re-evaluating the ways and means of attracting employees, improving means of training and developing employees and utilising technology efficiently at the stage of recruitment. Moreover, there is the application of the PESTEL which is used to examine factors outside the hospitality workforce, political, economic, social, technical, legal, and environmental. Adopting these recommendations will enable the hospitality industry to create a strong and healthy workforce, provide quality and efficient service to customers and therefore secure the industry’s sustainable growth and development within a very standard and competing environment.
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[bookmark: _Toc179956696]Introduction 
The theme of this report is the effect of the lack of adequate staff and skilled personnel in the hotel and hospitality management industry. Some of the worst problems facing this industry include the shortage of employees in general, which heavily influences current performance and guests’ satisfaction levels. The hospitality sector is among the most burgeoning industries in the world; there is a need to employ staff that are professional and big enough to deliver positive results to customers (Nain, 2018). However, the sector has been experiencing a significant shortfall in skilled employees in better-level jobs including managerial, housekeeping, and customer service jobs. This shortage was most sharply experienced after the COVID-19 pandemic when many employees were laid off due to health risks, employment instability, and poor working conditions (Ghani et al., 2022). These issues need to be tackled in order to get the industry back on its feet because they impact greatly the quality of services and guests’ experiences. The shortage of workforce in hospitality is thus more than a pipeline problem but a structural one that has been experienced over time because of factors such as; working hours, wages and career advancement among others (Brien et al., 2017). 


 
[bookmark: _Toc179956697]Literature Review 
[bookmark: _Toc179956698]Key Factors Contributing to Staff Shortages of Skilled Personnel in Hospitality
According to Ann and Blum (2020), skilled personnel scarcity is a widespread problem in the hotel and hospitality sector and its main drivers are as follows. Among the challenges is low wages and limited benefits for workers in the hospitality industry have been particularly low for a long time to discourage potential candidates from working within the hospitality industry (Johnson et al., 2019). The jobs entail more hours in the day, and many in the evening, at weekends, and during holidays, which gives this sector a less favourable approach towards embracing compared to jobs with better time of the day and better pay. As per Sheehan et al. (2018), the pandemic has caused a deficit of experienced personnel in the workforce; those employees fled the service, and it is challenging to find replacements for them. The idea of limited career mobility intensifies this problem, as lots of workers expect low-skilled positions in hospitality businesses and do not anticipate an opportunity to climb up the career ladder. Seasonal variation in demand introduces further volatility hence the use of short-term or contract staff in an organisation increases and makes recruitment and retention extremely difficult (Solnet et al., 2016). 



[bookmark: _Toc179956699]Effects of Staff Shortages of Skilled Personnel on Hotel Operations and Guest Experience
Kichuk et al. (2019) evaluated that the lack of human capital in the area of hotel and hospitality management has a deeper meaning and its impact is reflected in all important aspects of business: productivity, efficiency, quality, and organisational culture. Essentially, they found that when organisational staffing levels are insufficient, the quality-of-service delivery degrades greatly, causing longer wait times, unfulfilled client expectations, and high guest dissatisfaction rates in turn. Existing literature suggests that hotels that need to downsize staff experience more accommodation issues due to compromised standards hence scaring away customers and damaging their business reputation. Additionally, Nain (2018) analysed that current employees are under greater pressure, may become more stressed and gain a higher turnover rate, thus creating exasperating shortages of nurses. A reduction in the overall service quality is not only detrimental to current guest satisfaction but will also have consequences for the revenue that can be earned in the future as dissatisfied customers are not likely to revisit or recommend the hotel to other people. Besides, there are practical disruptions like delays in cheque-ins, housekeeping, and food services which if a hotel has an old structure, it becomes difficult to compete with other lodging industries (Holston-Okae and Mushi, 2018). 



[bookmark: _Toc179956700]Challenges in Recruiting and Retaining Skilled Hospitality Staff
Dwesini (2019) asserted that skilled staff management in the hotel and hospitality business entails the following challenges among others, due to the nature of talent scarcity and the enhanced competition for staff. Certainly, one of the challenges is the fact that most of the industries in the sector require employees to work long hours and involve physically demanding tasks. The lack of job challenges and the demanding organisational culture that most hospitality jobs offer discourage most potential employees from joining the industry (Marinakou and Giousmpasoglou, 2019). Moreover, Baum (2019) investigated that the scarce opportunities for training and continued development exacerbate ways through which the hotels are able to develop a pool of human capital that is well trained. Some of the jobs at the lower hierarchical level have a clear training and development model for career mobility but most of them are locked out with the thinking that there are better opportunities in other organisations than in their own organisation. Further, the temporary and seasonal nature of human resources in the industry adds to the challenge of recruitment because employees who are hired during such a season may not have the skills and experience needed to provide service to clients (Ghani et al., 2022). 
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Deery and Jago (2015) examined that there appear to be constant challenges of personnel shortages in the hotel and hospitality industry and as a result, there are multiple strategies being pursued towards the improvement of the organisational workforce. This can be achieved by enhancing the remuneration and other benefits offered to the employees with the intention of making the hospitality sector a sales-attractive industry compared to others (Golubovskaya et al., 2019). Being able to give employees an opportunity to earn a decent salary, medical insurance, as well as performance bonuses assures a reduction in staff turnover and an increase in employee turnover. Furthermore, Sheehan et al. (2018) analysed that expense, training and development may help the employees acquire knowledge and skills that will enable them to a higher-level promotion and increase organisational commitment. Increasing work flexibility along with the working environment also helps in covering work-life balance concerns in hospitality careers. More so, a technology-driven recruitment process can easily help minimise the hiring process and expand the pool of eligible candidates (Wright et al., 2021). This is because educational institutions could provide networks for recruiting interns adding to a pool of qualified applicants. In today's current literature, the focus is put on creating a positive organisational climate that enhances the worth and sanity of employees and this has the potential to curb turnover enormously (Holston-Okae and Mushi, 2018). 
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	Factors
	Elaboration

	Political
	Skilled personnel force availability in the hospitality industry is, therefore, greatly influenced by such factors as policies developed by the government with special emphasis being given to immigration policies as well as personnel relations legislation. Each amendment to the immigration laws aggravates or minimises the staffing problem and this has a huge impact (Elshaer and Marzouk, 2019).
Industry Response- The lack of human resources has been effectively addressed by seeking eased permit policies from the government by the hospitality organisations. 
Strengths- This may result in an expansion of workforce availability so that the business organisations work at an optimal level.
Limitations- Nevertheless, the bottleneck issue in acquiring work permits slows down the convenience of hiring. However, the use of the foreign workforce might prove disadvantageous as it exposes companies to risk in procedural changes in the workforce policies (Grigoryan, 2024).

	Economic
	This area also affects skilled personnel availability notably since the economic environment plays an important role. Recession brings high unemployment rates but also leaves the workforce unwilling to come back for health reasons or because jobs are not very secure anymore. Besides, increases in living standards imply that employees are likely to demand higher wages, which could pose pressure on the profit of the firms in the hospitality industry (Chang and Werther, 2021).
Industry Response- In response to these economic problems, most hotels have refinanced the total compensation packages, adopting bonuses on joining the force and bettering other incentives (Basnyat et al., 2024).
Strengths- They can result in the following benefits: better recruitment processes and better and more satisfied employees quickly creating a predominant position in attracting those hard-to-find valuable assets, employees.
Limitations- However, high personnel costs result in increased product costs to consumers meaning it decreases demand and creates issues to the economic model for complex sales reliant on volume (Popa et al., 2023).

	Social
	The destiny of the hospitality industry is in many ways determined by current changes in the structure and the values that characterise the skilled workforce. Millennials and Generation Y are eager to work and seek more employment satisfaction, flexible work schedules and visibility for advancement; employers, therefore, need to align with these sets of values (Chang and Werther, 2021).
Industry Response- As a result, there are many hospitality organisations that have introduced the concepts of flexible working schedules as well as improved training that are targeted at improving job satisfaction and retention rates among their employees.
Strengths- Such CAT initiatives can increase the satisfaction of employees, decrease turnover and generally develop a specific positive Employment Brand Image (Kichuk, 2017).
Limitations- However, a positive organisational culture can only be sustained over time with a lot of effort and resources. The lack of these standards brings dissatisfaction among the employees and retention rates diminish extremely quickly (Basnyat et al., 2024).

	Technological
	The prospects in operations through hotel and hospitality management are changing due to the emergence of innovation and technology. These degrees make it possible for businesses to minimise reliance on personal effort for several activities by applying automation and trendy technology. Although this change can help reduce certain established employment categories, it at the same time brings forth new coherent job occupations in technology and managerial fields (Elshaer and Marzouk, 2019). 
Industry Response- Mobile cheque-in services and the overall decentralised management and operation system have been installed in many hotels to improve the functionality and satisfaction rating (Basnyat et al., 2024).
Strengths- The use of technology can enhance guests’ experience and, in turn, free the workforce’s time and energy to bring added value to other aspects of their jobs, thus increasing customers’ satisfaction (Johnson et al., 2019).
Limitations- However, such a change may necessitate staff training and resistance which will, in return, cause some organisational dysfunctionality and financial cost in training existing employees. Furthermore, technology makes employee relations less authentic through over-reliance which causes some employees to get the impression that they are no longer needed (Popa et al., 2023).

	Legal
	This is specifically in areas of employment laws, health and safety laws and personnel laws are major legal systems which affect the hotel and hospitality management sector. As personnel relations continue to change with time, the operation of hospitality businesses cannot afford to operate without following the laws in order to avoid cases and create a friendly working environment for all employees (Grigoryan, 2024).
Industry Response- As a result, compliance training across organisations is becoming more advanced while the hiring processes are being updated to address personnel laws issues. It encompasses educating personnel on local and national employment legislation, wages, and working hours laws including minimum wage, and paying special attention to Equal Employment Opportunity laws (Kichuk, 2017). 
Strengths- Compliance with legal requirements can improve the image of the organisation and show that the employer 'is credible and cares about the workers. It can improve recruitment since people will be drawn to organisations with high levels of ethical practice and legal standards. 
Limitations- Nevertheless, the legal environment presents a problem to the hospitality industry. Fluctuations in the skilled personnel laws may lead to confusion and constant training sessions as well as alternation of measures. Small hospitality operations often lack the resources to develop robust compliance programmes; they are therefore prone to legal risks (Chang and Werther, 2021). 

	Environmental 
	Stakeholders are paying much attention to the effect of the hospitality industry particularly in consumption and policy standards. To a great extent, it has become arguable as guests looking for green policies for their accommodation has turned into an essential element in the hospitality industry. Therefore, exemplary hotel and hospitality enterprises are required to adopt sustainable activities or policies of waste management, energy, and water use (Solnet et al., 2016). 
Industry Response- To be in a position to conform to environmental demands, most hospitality operations have introduced sustainability training courses into their human capital development strategies. 
Strengths- Through training and hiring environmentally oriented personnel, hotels can boost their image, reach green-oriented customers and meet personnel legislation that constantly acquires more environmentally friendly features (Kichuk, 2017). 
Limitations- However, training and developing skilled personnel may be costly and demoralising becoming a hindrance in a sense, specifically to the small and medium establishments. Furthermore, as in many cases, sustainability plans are capital-intensive, hotel organisations may face difficulties in managing both aggressive short-term operational requirements and long-term strategic objectives in sustainable development (Grigoryan, 2024). 
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The following are the Future Policy and Management Options for the given theme which comprise: 
[bookmark: _Toc179956704] Revitalising Recruitment Strategies
To address the problem of staff scarcity of skilled personnel, the hospitality industry needs to reinvent its staffing efforts. This requires using such strategic approaches as targeting the appropriate talent pool with students, retirees, as well as people interested in, but cannot devote themselves to full-time employment. Cooperating with schools and colleges as well as with vocational training facilities can develop internships and apprenticeships so that learners can practice and employers can get the staff they need (Vetráková et al., 2019). Besides, the efficiency of recruitment may also be determined by the use of new technologies, such as the Internet and social networks for organising recruitment campaigns. Such programmes should highlight the advantages of a job in the AdViews hospitality industry including promotional opportunities and a potentially rich customer base (Sheehan et al., 2018).

[bookmark: _Toc179956705]Enhancing Employee Training and Development
An enhancement of the training and development, investment in personnel training, and techniques in ensuring skilled personnel retention may have the potential to increase service quality. Hospitality organisations should conduct constant training activities that relate to vocational and interpersonal competencies. Introducing leadership training can also enhance the distribution of knowledge among experienced staff and newcomers in the workplace (Ņikadimovs and Ivanchenko, 2020). Moreover, a system of training for promotion within the company can also help to motivate the employees to progress up a career ladder. Given that corporations can improve their working environment and reduce staff attrition by focusing on career development, organisations can improve their performance and the quality of their service to the guests conveniently (Solnet et al., 2016).

[bookmark: _Toc179956706]Promoting Flexible Work Arrangements
The hospitality industry needs to adjust to the higher demand for skilled personnel and flexible working as a contemporary solution. Giving opportunities like telecommuting for administrative positions, the ability to work from home, or flex time and perhaps sharing positions make candidates who value work and personal time balance apply. The subsequent policies that concern the diversity of employees' needs, such as the need to provide care for family members or to gain education, can improve the level of job satisfaction. Also, promoting a culture that believes in flexibility will also impact morale, retention and high attrition costs. This shows that accommodation of the workforce's differences increases the workplace's appeal and subsequently lessens turnover (Vetráková et al., 2019).

[bookmark: _Toc179956707]Incorporation of Technology as well as Innovation
The role of technology in operations can quite effectively address problems of skilled personnel scarcity in the hospitality industry. Technological advancements and solutions are particularly important in stewarding the adoption of digital solutions in mobile cheque-in and self-service kiosks among others to help minimise overall procedural workloads. When staff is allowed to attend to efficient correspondence and service delivery top-notch services are achieved. Also, the use of big data analytics in Strategic Staffing Management can elaborate the patterns of staffing and improve staff scheduling in an organisation to have a better operational performance. As shown, employee training is paramount for enhancing the utilisation of new technologies and accelerating the transfer of technology-based solutions in the hospitality setting (Quinn et al., 2019).
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In conclusion, current skilled personnel deficits and stresses in the hotel and hospitality industry consequently hurt organisational productivity and consumer satisfaction. The following are the explanations as to why this crisis has come up: Low wages and long working hours, no promotions, and after the COVID-19 outbreak the transfer of many talented employees. The consequences of such personnel shortages are far-reaching and reduce service standards, increase employee pressure, and high turnover. The problem is that the organisations have to maintain operations and provide the workforce with a positive environment that leaves out competitiveness hence attracting and retaining human resources. 
Furthermore, skilled personnel interventions require strategic actions to counter the implications of skills scarcity namely, enhanced wages and incentives, training and development exercises as well as acceptance of flexible working styles. It is noteworthy that the technology’s emphasis can broaden the scope of recruitment besides improving existing workflows all of which can address the staffing concern. This is because organisations must also account for the legal and environmental conditions which regulate employment while maintaining legal regulatory provisions and the status of the environment as well.
On this account, the devastation of skilled personnel shortages requires an effective agenda of strategies for recruitment as a primary solution for the hospitality industry. This entails extending employee privileges, sponsoring friendly promotional policies for organisational advancement, and employee training. Hiring workers may also be achieved, therefore, by working with educational institutions to build talent supply chains and by offering internships. Proactively, engaging with its workforce can play a key role for hospitality organisations in long-term organisational sustainability and service enhancement.
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