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POLAND – Dobre Kadry 

The desk research was conducted using the following sources of information: 

⎯ reports published on the Internet: Employment of foreigners in Poland (GI Group 

report, 2024), Working pensioners and people in the peri-retirement age (PARP - Polish 

Agency for Enterprise Development report, 2024) 

⎯ websites of hoteliers' associations: The Economic Chamber of Polish Hotel 

Management, Polish Independent Hotels 

⎯ industry portals of hotel owners and hotel managers: www.e-hotelarz.pl, 

http://www.hoteltrends.pl/, https://hitpoland.pl/  

⎯ trade media published in electronic form directly related to the hotel industry (e.g. 

Business Hotel, Hotel Management) or having sections publishing articles dedicated to 

hotels (e.g. Tourist Market, Tourist News). 

Employment of foreigners 

Foreigners are an important group of employees in Polish hotels. The Polish labor market is 

characterized by one of the lowest unemployment rates in Europe, resulting in large staff 

shortages in the hotel industry, among others. In the first half of 2024, more than 35,000 

foreigners took up work in the accommodation and food services industry (see Figure 1). 

 

 

Fig. 1 Number of notifications of employment of foreigners by PKD section - H1 2024. 

Source: Employment of foreigners in Poland, Gi Group Report, December 2024 
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The largest group of employees are Ukrainian nationals, but some hotels have also hired 

people from more culturally distant countries, mainly the Philippines and India. Employers in 

the hotel industry point to the benefits of hiring foreigners, such as filling staff shortages, 

optimizing costs and introducing new perspectives and ideas. But they also note difficulties in 

working with foreign employees. The biggest challenge is the language barrier and the 

resulting difficulties in communication. Other issues causing problems are different work 

standards and approaches to duties, and differences in communication style. Only 12% of 

employers indicated that there were no significant barriers. In such a situation, it is mainly 

necessary to invest in language training and tools to support daily communication. Employers 

also perceive concerns and resistance of Polish employees to working with foreigners. In 

addition to communication problems, they point mainly to stereotypes and prejudices among 

Polish employees and fear of losing their jobs as a result of hiring foreigners. However, given 

the staff shortages in the hotel industry, the latter fear is not a real threat. 

The most common measure taken by employers to adapt foreigners is to organize integration 

events. This is an important initiative for building relationships among employees, but not 

enough. Activities are needed to support communication and educational activities to help 

understand cultural differences. 

Hiring people with experience in other industries 

Hotel managers believe that the diversity of employees' work experience contributes to better 

guest service and generates innovative solutions. Therefore, hiring people with experience in 

other industries is a beneficial phenomenon. It should also be emphasized that the wide range 

of positions in the hotel allows the use of different competencies. Despite this, the migration 

of employees from other industries to the hotel industry is rather marginal. This is mainly due 

to the following barriers: lack of specialized knowledge, differences in work culture, high 

employee turnover. Employees from other industries do not have the specific knowledge and 

experience needed in the hotel industry. This results in the need for training and often 

employee mentoring. One must also take into account the relatively long time for adaptation. 

The specific nature of work in the hotel industry, its dynamic and demanding nature, means 

that many people with previous experience from other sectors are unable to adapt to these 

conditions. Particularly problematic is the shift nature of the work, duty on holidays and public 

holidays in other professions. Working with people, especially guests from different countries 

and with different expectations, causes different, not always comfortable situations. One 

needs to be able to operate effectively under stress. The hospitality industry is characterized 

by high employee turnover, which poses a challenge for those coming from more stable 

sectors. This often affects their motivation and commitment. Successful transitions of 

employees from other industries to the hotel industry have occurred primarily in positions 

whose specifics do not cause industry differentiation. These include, for example, marketing 

specialist, IT support person.   

  



Hiring people with disability 

Hiring people with disability is thought of, at least in theory, mainly by large chain hotels, 

which have provisions for diversity, equality and inclusion in their development strategies. 

However, it is difficult to find examples of hotel managers' opinions on the benefits and 

barriers to hiring people with disability. Despite the stipulations in practice, most chain hotels 

are only at the beginning of their journey, beginning to explore the topic and consider how 

best to approach it. According to one manager, the key issue is first and foremost to 

understand the various requirements, in terms of workspace, so as to properly adapt the 

conditions/workplace for people with disability. This shows that there is still a long way to go 

before the idea of integration is put into practice.  

Often hotel managers don't think about hiring people with disability because they don't see 

the resulting benefits, only the barriers. Among the most important benefits are: increasing 

diversity, which fosters creativity; improving the image as a socially responsible hotel; gaining 

employees with high loyalty, which can reduce staff turnover. The main barriers perceived by 

hotel managers, on the other hand, are: architectural barriers (especially in areas where 

guests are not present, such as the kitchen), negative stereotypes among employees and lack 

of understanding of the needs of a person with a particular type of disability, lack of adapted 

recruitment and training procedures (e.g. for people with intellectual disability). 

Analyzing job offers in hotels, one can find few proposals in which the employment of a person 

with a disability is considered. Mostly, these are recruitments for blue-collar workers or 

support positions, such as back-of-the-kitchen worker (dishwashing work), kitchen helper, 

maintenance worker, room maintenance worker, porter.  

Employment of older people 

The rapid aging of the Polish population and the resulting challenges for the labor market 

make it necessary to think of older people (including those in and around retirement age) as 

potential employees. This situation also applies to the hotel industry. According to hotel 

managers, older people usually possess qualities that are important to work in this industry, 

such as extensive experience (not necessarily professional, but also life experience), loyalty 

and attachment (which can reduce the costs associated with recruiting and training new 

employees), calmness and composure (even in stressful situations, which is particularly 

valuable in the hotel industry), greater availability than younger people (including a lack of 

reluctance to do substitute work). Concerns about hiring older people in the hotel industry 

are primarily related to health issues. A lot of positions in hotels require good physical 

condition, endurance for prolonged strain (physical or mental). Managers also see 

communication problems between representatives of the older and younger generations, 

stereotypical and often discriminatory treatment by younger employees. The latter can 

reduce motivation and commitment. It is therefore often necessary to invest in additional 

training aimed at understanding generational differences and bridging the negative effects of 

these differences. A barrier to hiring older people for certain positions in the hotel industry is 

caused by their low level of key competencies, especially language and those related to the 

use of modern technologies. According to the results of the 2024 survey of 45-69 year-olds, 



only one in six women and one in five men have a high level of knowledge of at least one 

foreign language. One in four can effectively search for various information on the Internet, 

and only one in seven has good Excel skills. 

Previous experience of hotel managers indicates that the main positions where senior people 

without experience in the hotel industry were successfully hired were: technical worker (a 

position related to maintenance and repair of hotel equipment, previous experience in the 

technical industry), receptionist (calmness and composure appreciated by guests, good 

English skills, need for job training), marketing specialist (previous experience in marketing, 

good planning and implementation of marketing campaigns for the hotel). 


