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Executive Summary
The focus of this dissertation is to investigate the impact of mitigating strategies on addressing staff shortage in the UK by taking Rossington Hall Hotel as the case study hotel. The motivation for this research was the fact that labour shortage has been a persistent issue for the UK hospitality sector. Alongside, staff retention issues have also been grappled with in this industry. This study has also detailed the factors contributing to the staff shortage issues, including limited competitive compensation structure, low career growth, and development opportunities, followed by multiple geopolitical events like COVID-19 and Brexit detrimentally impacting the UK hospitality industry's skilled workforce. Although the existing strategies of the Rossington Hall Hotel have some positive impact on staff retention, significant gaps persist in the overall workforce management of the industry. 
Based on the secondary data found, an overview of the Rossington Hall Hotel was provided, which shows that the hotel has been serving as a luxury hotel and wedding, conference, and dining venue. Moreover, it was also revealed that there are some common strategies various hospitality businesses in the UK have implemented thus far for reducing their staff turnover, including employee wellbeing programs and competitive compensation packages. Further, by following five core themes, including factors contributing to the staff shortage, its impact on the Rossington Hall Hotel, comprehending the current workforce retention and management strategies, evaluating the best hospitality practices, and strategising employee engagement in the workplace this study has delivered multiple scopes for the Rossington Hall hotel to restrict turnover rates, thereby fuelling productivity standards. To this end, recommendations have been given accordingly, such as employee well-being programs, employee development opportunities, and performance-based incentives and rewards.
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1. [bookmark: _Toc190184869]Chapter 1: Introduction
1.1. [bookmark: _Toc190184870]Introduction
Staff shortage has been a common and considerable issue in the UK. In the last few years, this has only become even bigger because of various factors that directly affect the labour market and the availability of employees. On the other hand, the UK hospitality sector also faces this issue coupled with high staff turnover (Kwok, 2022). This sector has experienced the highest employee attrition in the country because 37.6% of employees quit their jobs every year (Barrow, 2023). So, the sector has been experiencing issues with staffing and staff retention even amidst the labour shortage issue in the country (Zheng et al., 2022). Based on this, however, staff retention strategies need to be fostered to mitigate the staff turnover issue in the UK hospitality industry.
1.2. [bookmark: _Toc190184871]Background of the Research
Labour shortages have become a major issue within UK hospitality that requires imminent resolution through strategic measures. To this end, UK hospitality employers need to focus on staff engagement and retention to ensure operational flexibility and sustainability (Zheng et al., 2022). This has prompted the exploration of the current mitigating strategies and their impact on labour shortage issues. The dissertation intends to use the Rossington Hall Hotel as the case study hotel and enable the organisation to manage its workforce effectively to decrease turnover rates. So, the core of this research revolves around understanding the factors that have contributed to the labour shortage and exploring the retention strategies that are applied in the industry (Giousmpasoglou and Marinakou, 2024). 
1.3. [bookmark: _Toc190184872]Research Aim and Objectives
The key aim of this research is to evaluate the staff shortage issues in the Rossington Hall Hotel of the UK and recommend the most effective strategies for future workforce management with improved employee engagement and retention.
Based on this, a set of key research objectives can be determined:
· To conduct an extant literature review of staff shortage issues in the UK hospitality industry with a specific focus on the Rossington Hall Hotel
· To evaluate the impact of the current workforce retention and recruitment strategies to reduce staff shortages with enhanced employee satisfaction standards
· To compare the staff retention approaches of Rossington Hall with the best practices of the UK hospitality industry to justify the relevance of successful business strategies
· To develop recommendations for improving recruitment and retention rates, thereby mitigating the issue of skilled staff shortages in Rossington Hall Hotel in the UK.
1.4. [bookmark: _Toc190184873]Research Questions
The key questions to be answered through the research can be summed up below- 
1. What are the most important factors contributing to the staff shortage issue at Rossington Hall Hotel and its impact on operational integrity and sustainable positioning in the UK hospitality industry?
2. What can be the most impactful and beneficial strategies for Rossington Hall Hotel to address the staff shortage issue, thereby showcasing the long-term workforce stability and room for improvement?
1.5. [bookmark: _Toc190184874]Significance of the Research
The significance of this research lies in the fact that it wants to get in-depth into the persistent problem of a skilled labour shortage that has been affecting the UK labour market for years. Several factors have contributed to this problem. In this context, the labour shortage and retention problems are particularly faced by the UK hospitality sector and businesses like the Rossington Hall Hotel. Therefore, performing this research would focus on the mitigating strategies and their effectiveness in addressing the issue at large (Giousmpasoglou and Marinakou, 2024) as the research would also consider the best practices regarding staff retention strategies of the industry; this can allow for analysing their impact on the problem. The insights derived from this research can potentially help hospitality organisations develop policies and implement strategies that can reduce their staff attrition rate. 
[bookmark: _Toc190184875]2. Chapter 2: Literature Review 
2.1. [bookmark: _Toc190184876]Staff Shortage Overview in the UK Hospitality Industry 
Staff shortage is considered an ongoing issue in the hospitality industry, and it is due to the unavailability of skilled and quality staff, leading to detrimental service quality standards. According to OBAG (2024), 61% of hospitality businesses have reported staff shortages, while 42% of weekend opening hours were reduced. In another study by UK Hospitality (2023), a significant shortage was recorded, amounting to 132000 vacancies, including 10% head chef and 21% large production chef shortages. Also, a report by Axonify (2024) has shown the immediate consequences of staff shortages, including 73% increased workloads, 60% increased employee turnover, and a 41% decline in staff service standards. To this end, Gentle (2024) noted that 53% of managers in the UK hospitality industry confirmed the sufferings of hospitality staff and 12.6 premises, including restaurants and shops, being closed per day in the country. Thus, staff shortage can be considered a significant issue in the UK hospitality industry. 
2.2. [bookmark: _Toc190184877]Relevance of workforce retention and engagement in the industry 
Workforce retention can be defined as the hospitality firm’s capability to keep the current employees by fostering a positive work environment, preventing them from leaving their jobs, and thereby maintaining workforce stability more effectively. It is highly beneficial for multifaceted benefits, including improved staff job satisfaction, enhanced consumer experience, enriched productivity and innovation, and better employee well-being (Hospitality Rewards, 2024). On the other hand, workforce engagement in the industry refers to the level of employee commitment, enthusiasm, and positive attitude that help limit higher turnover trends in the industry at large (EHL Insights, 2024). To this end, another study by UK Hospitality (2023) has stated that 72% of staff feel employee engagement services are more effective based on their accessibility standards. The UK hospitality industry is highly significant in the economic and social landscapes since it employs over 3 million people, amounting to a £130 billion GDP contribution (Baum et al., 2023). This suggests that both workforce retention and engagement are highly significant in the UK hospitality industry to manage quality service standards and performance sustainability in the long run.
2.3. [bookmark: _Toc190184878]Reasons for staff shortages 
Staff shortages in the UK hospitality industry are significant based on a combination of factors, including geopolitical events like Brexit and the COVID-19 pandemic, changing workforce attitudes towards work-life balance, perceived low wages, and limited career development pathways, followed by increased competition and unstable job security standards. First, in the pre-Brexit scenario, the free movement of labour in the hospitality industry allowed employers to access a diverse talent pool across the EU, while Brexit has curtailed the availability of skilled labour in the industry, leading to consequent staff shortages over time (Insight Hospitality, 2023). Secondly, regarding the aftermath of the COVID-19 pandemic further, the hospitality sector has lost £126 billion in sales, followed by a million staff being laid off during the period (Roelen-Blasberg, 2025). With significant job losses and uncertainties of the pandemic, many hospitality employees have seen no potential career growth opportunities in the sector. Thirdly, based on the changing employee attitudes, Zientara et al. (2023) have found that increased workloads and poor work-life balance based on restless shifts have led most hospitality workers to have limited interests in the industry. This eventually prioritises the need for potential staff engagement and retention strategies with a balanced work-life scenario. To this end, Giousmpasoglou (2024) has pinpointed the tampered working conditions, including longer working hours and unsecured hospitality job standards, to be major reasons for staff shortage in the industry. Since all these can contribute to the overall service quality decline, potential strategies need to be undertaken to optimise overall service quality in the future with positive staff engagement and retention standards. 
2.4. [bookmark: _Toc190184879]Staff retention and engagement strategies in the industry 
Staff retention and engagement are considered highly significant in the UK hospitality industry. According to Gabbitas (2023), prioritising people is the most important way to enhance hospitality retention rates over time. It shows the need for a one-to-one discussion with the manager on employee grievances and communication to uplift positive work standards and collaboration in the industry. Another study by Ghani et al. (2022) has shown the significance of employee training and developmental opportunities to promote staff growth through simulative workshops and mentoring activities, thereby improving overall staff engagement and performance standards. To this end, potential investments and a clarified set of goals are mandated in the industry with individual PDPs so that operational values can be recognised in the future. Thus, even in the catastrophic situations of staff shortages, using these strategies, staff can be retained effectively to enhance hospitality service quality standards in the future. 
2.5. [bookmark: _Toc190184880]Staff shortage issue and workforce management in the Rossington Hall Hotel 
This issue is also prominent in Rossington Hal Hotel and the other prominent hotels in the UK. According to TripAdvisor (2024), the staff service quality at the Rossington Hall Hotel is inappropriate, leading to limited service provision and disintegrated services at large. The key factors of the issue include recruitment challenges, increased employee turnovers, and tampered workforce management. To this end, the hotel has come up with workforce engagement strategies, including on-the-job training and shift flexibility to manage work-life balance. Based on this, gaps are present regarding career progression opportunities and job satisfaction initiatives so that burnouts can be restricted. Therefore, Rossington Hotel needs to foster a supportive workforce culture to manage long-term workforce stability by promoting high-end service excellence in the future. 
2.6. [bookmark: _Toc190184881]Comparative analysis between Rossington Hotel and UK hospitality industry best practices 
The workforce retention strategies in Rossington Hall Hotel create a gap with the industry's best practices. Leading hotels in the UK hospitality industry have emphasised competitive salaries, career development, integration opportunities, and high-end employee engagement scopes, while Rossington Hall Hotel has faced high employee turnover (Barrow, 2023). While the leading hotels tend to focus on employee development and engagement programs, Rossington Hall Hotel has not yet focused on workload management and staff motivation, which can affect the productivity standards of the firm at large (Neupane and Khanal, 2022). Also, the industry leaders of UK hospitality have critically focused on leadership training and mentorship to foster a potential work culture, while Rossington Hall needs to enhance employee benefits and potential compensation policies to ensure long-term employee retention in the future. 
2.7. [bookmark: _Toc190184882]Impact of mitigating strategies on staff shortages 
Mitigating strategies in the UK hospitality industry regarding staff shortages can help improve employee retention with high-end job satisfaction standards so that operational efficiency can be sustainably integrated. Multiple employee engagement and retention strategies, including employee recognition programs, DEI policy inclusion in the recruitment process, and many others, can optimise the staff hiring and retention standards in hotels, including Rossington Hall Hotel in the UK (Michael and Fotiadis, 2022). Apart from this, mitigating strategies that highlight technological adoption to streamline operational efficiency, stress, and workload can be limited, leading to high-end employee engagement and retention. To this end, Rossington Hotel needs to implement these mitigating strategies to improve service quality standards and consequent sustainable competitive advantage in the industry. 
2.8. [bookmark: _Toc190184883]Conceptual framework 

Figure 1: Conceptual Framework
2.9. [bookmark: _Toc190184884]Literature gap 
Existing literature has extensively explored staff shortage issues in the UK hospitality industry. Studies like Kwok (2022) have shown labour shortage as a critical issue in the UK hospitality industry, which requires potential prioritisation of employee engagement and retention strategies. However, no empirical literature has specifically focussed on the Rossington Hall hotel, which can emphasise the relevance of this study. Although studies like Abdou et al. (2022) have focused on the COVID-19 impact and consequent employee turnover leading to significant staff shortages, the effectiveness of the mitigation strategies on workforce stability, long-term employee retention, and engagement has not yet been much explored. To this end, this study can mitigate the gap in the literature with positive future implications. 
3. [bookmark: _Toc190184885]Chapter 3: Methods 
3.1. [bookmark: _Toc190184886]Research Approach 
This study has adopted a case study approach by critically highlighting the Rossington Hall Hotel of the UK to ensure the mitigating strategies for staff shortage issues. Cote (2023) has found that the case studies approach fosters capturing complexity by providing new and more innovative insights. Since it provides conceptual depth contributing to staff shortage issues, focusing on a specific firm like Rossington Hall Hotel, this approach helps facilitate multiple perspectives of the research context. However, this approach is also limited, using limited generalizability in the UK hospitality industry and limited subjectivity, leading to inconclusive data representation at times. To this end, this research approach is appropriate because it provides a deep and contextual understanding of the research phenomenon in the real hospitality workplace, Rossingtoin Hall Hotel. 
3.2. [bookmark: _Toc190184887]Research Philosophy 
This research incorporates a positivist research philosophy to find out more data-driven insights into staff shortage issues in the UK hospitality industry. The research by Gannon et al. (2022) supports the use of positivist philosophy because it enhances data credibility through extensive research analysis. Implementation of this research approach will help the researcher create tailored workforce recruitment retention and engagement methods for future applications.
3.3. [bookmark: _Toc190184888]Research design 
The research adopts the exploratory research design for the study to overcome the problem of the staff shortage in the hospitality industry of the UK. In the context of this research study, Jain (2021) has identified that this research design is significant enough to capture and establish the dwindling aspects of staff turnover as well as the absence of employee engagement in the hospitality industry. This is an indication that through the establishment of exploratory research design, Rossington Hall Hotel. An employer in the UK can come up with appropriate strategies for designing employee retention and engagement programmes to minimise future occurrences of the challenges associated with staff shortage.
3.4. [bookmark: _Toc190184889]Data Collection: Netnography and Secondary Research
In terms of data collection, this work will utilise secondary data collection. Thus, using secondary sources such as Google Scholar ProQuest and other industry reports as well as other relevant sources, the study has been conducted. Regarding Netnography further, the secondary data are collected from online forums and employees' or consumers' feedback, which enhances the value of the study greatly (Viljoen, 2022). The types of secondary data resources include peer-reviewed journals and governmental and hospitality industry reports, followed by the Rossington Hall Hotel code of conduct and recruitment strategies (Manu et al., 2021). Further, by analysing employee experiences from Glassdoor and Indeed, the common staff shortage challenges can be identified effectively. 
3.5. [bookmark: _Toc190184890]Data Analysis: Thematic Analysis
This study has utilized the thematic analysis pattern to understand the recurring patterns and trends in hospitality workforce management so that operational efficiency can be emphasized with performance sustainability (Braun and Clarke, 2024). The core themes of this research include employee turnover and job satisfaction standards impacting staff shortage issues, staff recruitment and retention strategies, and workforce engagement and management to mitigate this issue from Rossington Hall Hotel in the future. 
3.6. [bookmark: _Toc190184891]Ethical considerations
Maintaining ethical integrity is one of the prime concerns for researchers while conducting secondary research. The researcher ensures potential GDPR compliance to safeguard sensitive data so that proper citations can be maintained with long-term credibility. This study is ethically upright in terms of avoiding biased interpretations of datasets, and it provides potential attribution to the researcher to maintain qualitative integrity and transparency of the workforce challenges at Rossington Hall Hotel. 
[bookmark: _Toc190184892]4. Chapter 4: Overview and Findings
[bookmark: _Toc190184893]4.1. Introduction
The purpose of this section is to primarily provide an overview of the case study hotel, i.e., Rossington Hall Hotel, and present the findings. Since the study relies on a secondary data collection approach, as explained in the previous chapter, information has been gathered regarding Rossington Hall, relevant information about the hotel, and most importantly, its staff turnover issues (Karunarathna et al., 2024). Alongside, the staff retention approaches of the hotel will also be presented in this section. The data provided here will be utilized to draw a vivid comparison between the staff retention strategies of Rossington Hall and the best practices regarding the same that can be seen in the UK hospitality sector. Thus, its effectiveness can be recognized in dealing with the staff shortage issues in the UK, particularly in the context of this sector. 
[bookmark: _Toc190184894]4.2 Rossington Hall Hotel Overview
Rossington Hall is a hotel business based in South Yorkshire, UK. The hotel resides in the Rossington Hall estate, which was once part of the property called Rossington Common that was owned by an Earl once. After decades of long history with the estate, Rossington was finally constructed again after a fire and prepared for business in 1883 (Rossington Hall About Us, 2025). Even though the owners of this property have changed multiple times, at present, the hotel, as well as its estate, is owned by Gary and Michelle Gee after they purchased it from the previous owners in 2011. Rossington has an enriched history lasting more than two centuries. At present, this grand building includes 22 bedrooms, bathrooms, sitting rooms, billiard rooms, a dining room, a drawing room, a conservatory, a library, a portico, a staircase hall, and an entrance hall. Before Gary and Michelle Gee purchased and occupied the property, it was abandoned and unused. However, the current owners have established the business again. At present, Rossington Hall operates as a luxury hotel and wedding venue and has been serving guests since 2012 (Rossington Hall About Us, 2025). 
The owners wanted to reinstate the original glory and grandeur of the hotel in its original Victorian style. In 2019, the owners secured a financing deal worth multi-billion pounds. They have been renovating the hotel ever since, alongside serving consumers (Jackson, 2019). Apart from being a hotel and wedding venue, Rossington also functions as a conference and dining venue as a Victorian-style mansion. As a luxury hotel, Rossington’s offerings include premium-level accommodations that come with a high level of service and amenities. There are 21 luxury bedrooms styled in the Victorian era. This also depends upon the type of experience and accommodation guests look for (Rossington Hall Accommodation, 2025). Due to the renovation, Rossington at present can serve and retain its image of having a rich history and its modern luxury establishment. 
Rossington also runs as an independent hotel as it is not part of any franchise or multiple hotel chain business. Due to this, the organization has been able to maintain its boutique nature, which allows for providing a personalized experience to its guests (Dogru et al., 2024). Moreover, they also provide more attention to the guests and smaller details, which also makes it unique from many other establishments in the UK hospitality sector. The hotel’s particular location is at Doncaster in South Yorkshire (Rossington Hall About Us, 2025). The location is secluded from the crowd, but it also has good accessibility. 
[image: ROSSINGTON HALL - Hotel Reviews, Photos, Rate Comparison - Tripadvisor][image: ]
Figure 1: Rossington Hall Image and Location
Source: (Rossington Hall About Us, 2025)
This building also has the capacity for accommodating wedding parties with a restaurant and bar inside. 
There is no explicit information available on the number of employees working in Rossington. However, two officer roles are likely to have been occupied by two owners (GOV.UK, 2025). According to another source, there are seven employees (Datanyze, 2025). There is a very limited number of employee reviews available on this organization. Employee reviews are generally beneficial to derive a fundamental understanding of an organization and its work culture or working environment (Ylinen and Ranta, 2024). This informs that the hotel generally remains and it has a trusted work environment. Moreover, there was a team atmosphere (Indeed UK, 2025). Therefore, this is a positive aspect because it makes it easier for the staff to work and collaborate with others. However, it was also perceived to be very busy, which often extended the work hours of the staff. This reflects poor workforce planning and is more likely to be connected to a lack of sufficient employees. Similarly, another review also stated that on some occasions, the number of employees available was not enough (Indeed UK, 2025). Therefore, based on this, it can be considered that Rossington Hall also experiences high staff turnover issues and does not possess enough staff to provide guests with a high-quality standard of service. Therefore, this is also most likely to affect their service quality and delivery as well, which can affect their customer satisfaction (Hussein et al., 2023). 
SWOT Analysis of Rossington Hotel 
This is being provided for having a detailed breakdown of the hotel in terms of its operations and offerings. By specifying its strengths and weaknesses, it can be recognised if this is connected to Rossington’s staff turnover issue or if it can help the organisation to address labour shortage problem.
	Strength
	Weakness

	· More than two centuries of history
· Luxury venue and amenities
· Diverse options available (Rossington Hall About Us, 2025)
	· Potential staff shortage
· Longer work hours (Papadopoulos et al., 2021)

	Opportunity
	Threat

	· Has the potential to expand the establishments and have more rooms
· Implement staff retention strategies 
· Digital transformation in staffing approaches (Sealy et al., 2023)
	· Labour shortage caused because of Brexit (Kumodji, 2024)
· New immigration policies in the UK and the Covid-19 pandemic are increasing staff turnover in the UK hospitality sector (Bojarczuk and Fihel, 2025)
· Significant skill gap and shortage (Kumodji, 2024)


[bookmark: _Toc190184895]4.3 Staffing Challenges and Seasonal Employment Fluctuations in the UK Hospitality Sector
Several sources from 2024 suggest that staffing has been a consistent and major challenge in the UK hospitality industry, particularly in the last few years. The sector has constantly gone through a shortage of skilled and experienced labourers to a chronic extent (Sealy et al., 2023). Moreover, it was also stated that this was a substantial reason behind the deteriorating financial condition of the sector and that addressing the staffing problem could also address this problem as well. In a 2024 report, it was revealed that hospitality has secured the 3rd position for facing the worst conditions with staffing and constantly experiencing vacancies (Mitchell, 2024). As of April 2024, the number of vacancies was 107000, which was comparatively lower than the vacancies in the 2nd quarter of 2022, i.e., 176000. However, this sharp increase could be explained by the Covid-19 pandemic. Nonetheless, it is also notable that the number of vacancies was less in the pre-pandemic time at 93000 in 2020 (Mitchell, 2024). Therefore, it can be stated that even though it was less than the post-pandemic level, it was still significant. Moreover, it can also be speculated that the staffing challenge was persistent even before this global health crisis (Xie et al., 2023). Based on this, it can be assumed that Rossington Hall has also faced issues with staffing, which can be linked to the lack of adequate employees, as mentioned in the employee reviews.
In terms of vacancy rate and the proportion of overall roles that are to be filled up with employees, this sector has been in the 1st position at being worst with a 5.1% rate (Mitchell, 2024). However, this has also been explained by another potential reason for budget cuts. It was stated that it could be that more hospitality businesses had downsized their businesses, which reduced the need for staffing (Zheng et al., 2022). Nonetheless, considering the current state of Rossington Hall Hotel and the fact that it is being renovated to reinstate its glory and luxury status, it can be speculated that the organization was not downsizing the business (Jackson, 2019). Therefore, it is apparent that the vacancy rate would affect their business.
The sector was conventionally reliant on having a skilled workforce, and for this, it largely depended on international workers that are from outside of the UK. Therefore, this has primarily faced issues ever since Brexit in 2019. Before this event, a large portion of the hospitality industry's workforce came from the EU (Amore, 2023). However, with Brexit, the policies started changing, and new immigration policies were also implemented. The immigration policies affected people coming from EU states as well as the ones outside of Europe. Thereafter, it was made even worse because of the pandemic. During this period, around 120000 labourers that came from the EU quit their jobs in the hospitality sector, which caused a major dent in worker availability (Moore Kingston Smith, 2024). In addition, this not only had an impact on the number of workers available but also created a skill gap to a considerable extent. As a result, it became critically difficult for hotel businesses to have skilled workers to fill up their vacancies, which directly affected their operations. 
The UK government also made changes to the immigration salary list in April 2024. This measure was taken to address the labour shortage issue by increasing the salary thresholds, particularly for skilled workers. However, this did not consider any job role from the hospitality industry, and thus, it failed to address the issue for hotel businesses. According to current data, this industry has experienced a 52% employee turnover rate on average as of the last year (Moore Kingston Smith, 2024). Thus, it has taken the 1st spot for being the one with the highest employee turnover rate. 
However, when it comes to considering the staffing challenges, the seasonal demand fluctuation cannot be overlooked as well, in this particular sector, the seasonal fluctuation has remained significant, which can be seen in employment as well. During the peak seasons, when the number of tourists or guests generally increases, including the holiday and summer seasons, it has been a common practice in this sector to recruit more workers (Piso, 2022). This generally marks a major spike in recruitment of staff that are generally temporary. This has been usually determined by the fluctuations in consumer or market demands. Consumer demand generally remains slightly unpredictable because it can be affected by various factors, including extreme weather events and holidays (Liu, 2024). However, hospitality organizations that are more dependent on their workforce for delivering services engage in hiring temporary workers and firing them later when the demand goes down. This is beneficial for organizations as it enables them to have flexibility in meeting demands and cutting back on their expenses when it is no longer needed. At the same time, it cannot be denied that without proper training, this practice affects the quality of service and delivery (Laškarin Ažić et al., 2024). In addition, it also has an impact on staff productivity and morale due to the inconsistency of their working hours and lack of job security (Katircioglu et al., 2022). Therefore, this can also be connected to the persistent staffing issue for hospitality businesses like Rossington Hall.
[bookmark: _Toc190184896]4.4. Staff Retention Practices in the Context of Rossington Hall Hotel in the UK Hospitality Sector 
In a 2024 report regarding employee retention in the UK, it was revealed that the hospitality industry was in the 2nd position in terms of lowest job tenure. On average, employees remained in one organization for about 3 years. In this case, it was also mentioned that a considerable portion of the younger generation between 16-24 years old made up of the staff in this sector. Therefore, the short tenure could be explained by this demographic as they are less likely to remain in one job or company for the long term (Waddell, 2024). However, it is also an important indicator in a company because it informs about employees’ job satisfaction level, and as a result, they face disruption within the workplace because employees frequently quit their jobs. However, it can also be remedied by addressing financial stability and prioritizing employee well-being (Waddell, 2024). 
Based on the previous discussion, it has become apparent that wage threshold is an important factor that can address employee turnover. This prompts hospitality businesses to offer their workers competitive wages that can appeal to them. There are also other ways for businesses to increase employees’ earnings, such as incentives. There are also options like Employee Share Schemes or reward-based incentives. This is mainly beneficial to provide them with a sense of ownership in their role. Ritz Carlton is a good example that provides its workers incentives based on their work and performance. Therefore, it helps to address their job satisfaction, which can lead to staff retention in the long run (Florent and Shu, 2024). 
Another way for organizations to address this issue is by considering employee well-being and taking action to prioritize it. Notably, this sector is considerably dynamic and quick-paced. Moreover, it also depended greatly on employees since they are at the frontline of handling customers and resolving issues every day. This typically results in causing stress and burnout due to prolonged working hours and dealing with high-pressure situations (Salama et al., 2022). These are key contributors in this industry that directly affect staff’s job satisfaction level and high turnover. This can be addressed by organizations with different measures, including supporting their well-being or giving flexible work hours. For instance, Dorchester Collection UK has launched a comprehensive EAP or Employee Assistance Programme, which addresses their wellbeing and gives their employees access to mental health support services (Dorchester Collection, 2024). 
[bookmark: _Toc190184897]4.5. Summary
In this chapter, an overview of the Rossington Hall hotel and relevant findings were presented. Due to the lack of explicit information regarding the number of employees or staff retention strategies specifically for Rossington Hall, relevant information was provided in the context of the UK hospitality sector. The findings will be useful for carrying out the discussion in the subsequent chapter about the impact of staff retention strategies on labour shortage issues in the aforementioned industry.
5. [bookmark: _Toc190184898]Chapter 5: Discussion 
This discussion will be based on multiple themes associated with the staff shortage issue in the Rossington Hall hotel, which will be detailed further. 
[bookmark: _Toc190184899]5.1. Theme 1: Factors contributing to the staff shortage issue in the Rossington Hall Hotel 
Empirical researchers have significantly highlighted the staff shortage issue at UK-based hotels and its detrimental aftermaths. According to Papadopoulos et al. (2021), the hospitality industry of the UK has been suffering from struggles regarding the competitive wage provision compared to the other sectors, where staff tend to leave the industry based on the changing scenarios of workforce management and ongoing job insecurities. To this end, Rossington Hall Hotel needs to offer competitive salaries to the employees to attract and retain a skilled workforce more efficiently. Secondly, the UK hospitality industry has suffered from a high employee turnover issue, amounting to 35%, while the hospitality vacancies were 25% higher compared to the pre-pandemic levels (Grenside, 2025). This suggests the need for mitigating strategies to maintain service quality standards by reducing unnecessary workloads for hotels like Rossington Hall in the future. Based on this, further, employees seeking career progression opportunities find the hospitality industry less appealing over time. Thirdly, based on Brexit, most skilled labourers are unavailable in the UK hospitality industry, supplied from the EU regions, thereby creating a massive gap in the skills and service quality standards (Kumodji, 2024). To this end, stricter immigration policies need to be fostered in UK hotels like Rossington Hall Hotel to mitigate skilled labour shortage issues in the future. Fourthly, Piso (2022) has found that long working hours, tiring shifts, and tampered work-life balance make it difficult to engage and retain staff effectively, which consequently leads to low job satisfaction standards and detrimental working conditions at large. This also suggests the need for hotels like Rossington Hall to provide better career development opportunities with lucrative perks and benefits to attract employees, thereby providing them with flexible shifting options to stay engaged in the industry for longer. Finally, Patah and Zahari (2022) have found that there is a significant gap in the training and developmental opportunities in UK hotels. Thus, by applying these strategies, the service quality standards of the Rossington Hall Hotel can be kept intact in the future with improved staff engagement and integration into the firm. 
5.2. [bookmark: _Toc190184900]Theme 2: Consequences of Staff Shortages at Rossington Hall Hotel 
Staff shortage is considered one of the most detrimental issues in the UK hospitality industry, which reduces client connectivity with the industry due to less impactful hospitality service provisions. With the ongoing shift of consumers in the UK hospitality industry towards improved and highly personalized and integrated service benefits, their expectations of the industry are being highly tampered with (UK Hospitality, 2022). With limited productivity among the hospitality staff in the industry, including the Rossington Hall Hotel, enhanced workloads also tamper the work-life balances of employees, leading to less optimized firm outcomes in the future (Ali et al., 2021). Also, this has pinpointed the career progression and development opportunities of the UK hospitality industry and enhanced the learning and development scopes for the existing employee bases (Depierraz, 2023). Thus, the negative impact of staff shortage affects the UK hospitality industry significantly. To this end, the irresponsibility of HRM practices can also contribute to the concurrent situation of unskilled labour and staff shortage issues (Walker and Nickson, 2024). This suggests that UK hotels like Rossington Hall need to focus on operational efficiency and staff performance standards to a greater extent with training and development provisions to maintain positional sustainability across intensive competitors. Another study by Kassem (2024) has pinpointed the negative impact of the detrimental online hospitality guest reviews to promote long-term hospitality success and sustainability at large. This study also suggests understaffing as a significant reason for detrimental service quality standards, along with the negative reputational positioning of the brand at large. Also, based on the highly competitive grounds and low switching costs, the existing clients of the Rossington Hall Hotel can switch based on more personalized service quality and standards of its competitors over time. Thus, hotels like Rossington Hall need to focus critically on service quality standards and competitive compensation packages to attract and retain consumers compared to their competitors in the industry. 
5.3. [bookmark: _Toc190184901]Theme 3: Evaluation of current staff retention and recruitment strategies 
Based on the concurrent staff shortage issue in the Rossington Hall Hotel, employee retention and recruitment strategies need to be redefined by evaluating the current standards of this industry. According to Banaghan (2025), the UK hospitality industry tends to follow traditional recruitment methods through online job portals, direct hiring practices, and referrals as the basic recruitment resources. Often, the UK hospitality industry tends to neglect equality, diversity, and inclusion policies in recruitment, which ensures the industry is less appealing to the most prospective and skilled staff. Apart from this, Michael and Fotiadis (2022) have noted that the lack of employee benefits and career progression opportunities is the core reason for the staff shortage in the UK hospitality industry. In the competitive hospitality market standards, hotels like Rossington Hall need to prioritize personalized employee well-being and developmental programs by optimizing investments, thereby retaining staff for the long term. Also, to maintain service quality standards, employees must be provided with flexible shifts and qualitative recognition and accomplishments for their service provisions at large. Thus, long-term employee engagement and retention need to be fostered in hotels like Rossington Hall. Furthermore, regarding employee job satisfaction standards, a potential training need assessment is mandated by identifying the skill gaps and mitigating the same over time. To this end, Hastwell (2023) has noted that improving job satisfaction standards is highly relevant to maintaining staff recognition and competitive standards at large. Employee engagement is also found crucial to maintaining the industry's best practices at times, which also can contribute to service quality degradation issues if staff absenteeism hikes. Additionally, Minor et al. (2024) have discussed the ongoing concerns of employee digital skill gaps in the UK hospitality industry. This shows a considerable lack of training and development initiatives and limited technological proficiency of staff to maintain the industry-based service quality standards at large. To this end, it can be stated that hotels like Rossington Hall need to optimize and invest in their upskilling programs to foster career progression and consequent staff retention in the future. Rossington Hall Hotel also needs to maintain high-quality service standards to align with the industry's best practices in the future. 
5.4. [bookmark: _Toc190184902]Theme 4: Staff management best practices in the UK hospitality industry 
Depending on the best workforce management practices, the UK hospitality industry can focus on several significant factors to maintain staff engagement and retention standards over time. As stated by Alemayehu et al. (2022), leading hotels in the UK need to optimize competitive salary packages and compensative strategies to effectively engage and retain employees in the future. This suggests that hospitality employers like Rossington Hall Hotel need to proactively focus on fairness and operational transparency to integrate employees’ workplace engagement with positive working conditions. Secondly, the leading hotels in the UK have implemented flexible working policies to support the employees in managing their work-life balance standards more effectively. Thirdly, McCarthy (2024) has found that by implementing shift rotations with flexibility in both the front and back-office staff in administrative roles, the employees can feel more valued and engaged in the workplace. This also shows the need for flexible or remote working privileges, which can help employees stay job-satisfied for longer, specifically for the managerial or administrative personnel. This further ensures high-end employee productivity and well-being to ensure more optimized service quality standards in the end. Fourthly, pioneering UK hotels qualitatively foster career progression and employee development opportunities based on their personalized needs and preferences. With internal employee promotional opportunities, they can feel more energized to work to deliver operational excellence in the long run (Wood, 2024). To this end, it can be stated that hotels like Rossington Hall need to optimize employee motivation and career growth, thereby maintaining long-term workforce stability in the end. Finally, regarding the maintenance of employee job satisfaction standards, leading hotels in the UK have acknowledged employee contribution by acknowledging their contribution to short-term goal mitigations. Thus, career developmental goals can be fostered to maintain workforce stability and employee motivation in the long run in the UK hospitality industry. Also, Chahal and Poonam (2021) have noted that a positive work culture in the UK hotel industry can optimize staff engagement and performance growth by reducing turnover rates over time. This also suggests the considerable need for Rossington Hall Hotel to focus on employee recognition and retention programs to ensure their value and qualitative contribution to the workplace. Thus, the hotel can effectively retain its staff in the future. 
5.5. [bookmark: _Toc190184903]Theme 5: Recommended strategies for Rossington Hall Hotel UK 
Based on the current scenario of the UK hotel industry, some potential strategies can be recommended to hotels like Rossington Hall to ensure operational effectiveness and efficiency in the future. First, UK hotels need to partner with hospitality training institutes like the National Hospitality Academy, British Butler Institute, and many others to promote collaborative training excellence to enhance the talent pool, thereby managing high-quality service standards in the end (Pfammatter et al., 2024). Secondly, Timsina (2024) has noted that offering better compensation can help employee retention in the future so that flexible work schedules can be maintained with better salaries and incentives. This also suggests the relevance of workplace culture to promote employee engagement over time, leading to more optimized hospitality outcomes in hotels like Rossington Hall. Thirdly, a study by UK Hospitality (2023) has shown that upskilling and potential career developmental programs are highly effective in the UK hospitality industry since they enhance prospective candidates’ interest in joining this industry in specific hospitality roles. Apart from this, providing career developmental training internally can maintain potential service quality standards of the industry for the long term. Fourthly, Wynn and Lam (2023) have stated that implementing technological optimization can help maintain the workforce more efficiently. On the one hand, technological training and guidance can enhance the operational flexibility of employees, while on the other, automating repetitive tasks enhances process optimization by reducing employee workload at large. Finally, Styvén et al. (2022) have found the relevance of a strong employer brand to attract and retain talents for longer by mitigating workplace challenges and optimizing operational success and sustainability with positive staff contribution. This also shows that a positive workplace can lead to high-end employee opportunities to ensure employee success and talent acquisition over time. Thus, hotels like Rossington Hall need to focus on all these recommended strategies to foster strategic workforce management solutions. With these mitigating strategies further, the staff shortage issue can be alleviated with improved employee engagement and enhanced sustainability standards at large in the future. 
6. [bookmark: _Toc190184904]Conclusion and Recommendations 
[bookmark: _Toc190184905]6.1. Conclusion
Conclusively, it can be stated that this research has managed to evaluate the staff shortage issue in the UK hospitality industry with a specific focus on the Rossington Hall Hotel. This study has qualitatively analyzed the service quality standards, overall business performance, and the operational efficiency of staff in the UK hospitality industry. By following a case study approach and exclusively secondary datasets, this research has evaluated the primary factors, including limited competitive compensation, low carer development and progression opportunities, high employee turnover rates, and many others. All these challenges have stigmatized the UK hospitality industry's reputation, including Rossington Hall Hotel, significantly. The core research findings also have pinpointed the need for Rossington Hall Hotel to implement several workforce retention and engagement strategies to ensure the operational effectiveness and efficiency of the UK hospitality industry. While emphasizing the issue of skilled shortage and the need for employee upskilling programs, this study has identified the core factors of lucrative compensation packages and employee rewards to enhance their motivational and engagement standards at the workplace. Further, the researcher has also used market analytical tools like SWOT analysis to identify the factors contributing to this issue to help the industry come up with a strong strategic solution. Therefore, the relevance of the employee work-life balance and potential gaps during shifts are mandated to promote recruitment and retention over time to maintain employee stability at work in the future. This research also has shown the need for more personalized training and development benefits, which can help them identify and address clients' tailored needs over time to provide improved service quality in the long run. Thus, this staff shortage issue from hotels like Rossington Hall can be potentially mitigated over time. 
6.2. [bookmark: _Toc190184906] Recommendations
Depending on the concurrent issue of staff shortage in the Rossington Hall hotel, a set of recommendations can be provided to maintain potential service quality standards and meet clients' expectations in a more personalized way. 
It was revealed that compensation and benefits have emerged as an important factor, which is connected to job dissatisfaction and employee turnover in this industry. Meanwhile, giving them financial stability is more likely to enable businesses to improve job satisfaction and increase employee retention (Awawdeh et al., 2024). Therefore, it is recommended that Rossington Hall create appealing compensation and benefits packages to begin with while recruiting staff. This means the base compensation should be more than the minimum wage or industry average. This would primarily allow them to get access to more skilled and experienced workers (Petrella, 2024). Rossington should also conduct market research to recognise the salary being offered by its competitors because this is beneficial to creating a competitive salary (Giousmpasoglou, 2024). 
There should be additional options for employees to earn more apart from their basic compensation. This can be implemented by acknowledging employees’ performance and giving them bonuses or incentives based on this. This can be a monthly or half-yearly process that would make employees to feel motivated (Timsina, 2024). Thus, they would also want to improve their performance and maintain high quality while delivering services. 
They can also provide special reward options for long term employees such as the ones that have retained with the organisation for at least 5 years. These employees should be rewarded on their performance because of their loyalty and commitment towards the hotel. So this can include giving them small shares in the company. Furthermore, this can also be beneficial for instilling a greater sense of ownership and accountability within them (Baum et al., 2023). 
As mentioned previously, it is also common for employees working in this sector to feel stressed and/ or burnt out because of the dynamic and fast-paced nature of their jobs (Prentice et al., 2025). Therefore, it can easily appeal to them to quit the job early, especially if they feel that they are not being prioritised by the organisation. So, it is mandatory for the hotel organisation to prioritise the well-being of employees through supportive policies and programmes (Ruiter, 2021). 
So, the company should implement an extensive employee well-being programme in which employees would get access to services for their physical and mental health. This can also include training and workshops on emotional regulation, intelligence and stress management. This would help the employees to manage their stress and emotions during their job, especially the high stress situations (da Silva, 2025). The company should also take employees’ concerns and feedback into account and modify the programme accordingly from time to time. 
Since a considerable portion of the jobs in the hospital businesses are occupied by people from the younger demographics, it can be fruitful for the organisation if they give more flexible work hours and shifts. Some of the younger employees may be pursuing education or apprenticeships (Martin et al., 2021). So, having flexible work timing would enable them to balance between their education, learning and job. This can also be improved by implementing a rotational scheduling system (Rydzik and Kissoon, 2022). This is an effective workforce planning approach, which prevents placing one employee for excessive hours or overtime. 
Employee growth and development should be prioritised by the organisation. This primarily includes preparing training opportunities for employees based on their level, skills and level of expertise (Utete, 2024). This would push them to attain personal and professional development. Due to this, employees would feel more motivated to perform well. This should also be equipped with career progression opportunities. By upskilling the employees, the organization can select employees for higher-level positions internally (Islam et al., 2024). Apart from this, the temporary workers should be equipped with on-the-job training for at least 3 to 4 weeks so that they can also maintain quality and feel inspired to deliver well for improving their job security.
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