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[bookmark: _Toc190898898]1. Introduction
The proposed event is an EDI Initiative themed Inclusive Recruitment Fair for Hospitality. Aimed at closing the employment gap and facilitating a diverse workforce, the fair acts as a strategic nexus between a variety of job seekers and hospitality employers. This event will take place at the centrally and easily accessible venue of InterContinental Bucharest, Romania. This place meets the goals of the event by providing modern conference facilities and an appropriate business environment (InterContinental Athenee Palace, 2024).
One of the reasons behind creating this event was the growing interest in hiring based on diversity in Romania and other continents. While research shows that 47% of SMEs and 69% of large organisations from Romania practice diversity and inclusion (D&I) (Cimpoca, 2020), not enough is done on the connecting part between diverse talent pools and the potential employers. The fair will bridge these gaps and contribute to making hiring more equitable, while ensuring a culture of inclusivity within the workforce.
Inclusive hiring workshops, networking sessions and keynote speeches from industry experts on recruitment best practices, workforce diversity and career development will be some of the key features of the event. Recruitment agencies and companies will also have the opportunity to interact directly with candidates and provide career advice with face-to-face interviews and job offers.
[bookmark: _Toc190898899]2. The Event Cycle
The stages that a gathering goes through from the time it is decided upon to the time it is reviewed afterward and to what extent it serves its purpose are collectively called the Event Cycle. In Goldblatt’s model of event management, there are four primary phases in the cycle: concept development or identifying the need, planning, execution, and evaluation (Abson, 2017). Below, this model is applied to the proposed inclusive recruitment event. 

[bookmark: _Toc190898900]Identifying the Need
Industry research on hiring challenges in hospitality revealed that a recruitment fair specifically focused on improving equity and diversity was necessary (Irini, 2021). A study by Stanila, Vasilescu and Militaru (2020) has focused on labour market discrimination dynamics in Romania. The authors have employed descriptive and logistics regression analysis to reveal the levels of discrimination in the workplace. Their results indicate 14% of employees have faced discrimination in the year when the research was carried and less than half of the participants took any action against it. Moreover, they found that Roma workers, who are part of an ethnic minority group in Romania, are 6.7 times more likely to be discriminated than a Romanian individual. As such, linking job searchers with inclusive companies, it is essential to address this gap. 

[bookmark: _Toc190898901]Planning
Arranging for the event will demand six months of detailed work, during which time the necessary sponsorships, marketing campaigns, and venue arrangements will be secured. Stakeholder engagement will be critical to the program's success and in reaching the target audience. Key players that will be engaged include: hospitality employers, recruitment agencies, and organisations focused on diversity (Carnahan, 2020).

[bookmark: _Toc190898902]Execution
The event will take place over two days. Keynote speeches will frame the occasion. There will be panel discussions. Networking sessions will allow attendees to connect. For employers and recruiters, there will even be an exhibition space where they can interact with job seekers.

[bookmark: _Toc190898903]Evaluation
The analysis performed after the event will include the feedback of those who attended, the metrics of recruitment engagement from employers who participated, and the recent employment outcomes of attendees. To assess the effectiveness of the event and identify areas for improvement in the future, surveys with a mix of closed- and open-ended questions will be used, as they are straightforward and easy to administer. Additionally, they can capture a larger number of responses, which provides a more representative evaluation of the event (Fletcher and Bostock, 2019).
[bookmark: _Toc190898904]3. Event Concept
The Inclusive Recruitment Fair promises to deliver a dynamic and engaging experience for attendees. Both job seekers and employers should benefit from the Fair's meaningful interactions. Direct and unfiltered access to employer representatives should happen at the event in a way that hopefully leads to a greater understanding—all the better to achieve the goal of inclusive hiring. The event itinerary is presented below. 
Day 1: Concentrating on Insights About the Industry and Career Readiness
· 09:00 – 10:00: Registration and Welcome Address
· 10:00 – 11:30: Keynote Address: "The Tomorrow of All-Inclusive Recruitment in the Hospitality Industry"
· 11:30 – 12:30: Panel Discussion: "Best Practices for Recruiting a Diverse Workforce"
· 12:30 – 14:00: Networking and Lunch Break
· 14:00 – 15:30: Workshop: "Constructing a Winning CV for Hospitality Positions"
· 15:30 – 17:00: Interactive Employer Booth Visits & Career Coaching

Day 2 - Enlistment and Participation
· 09:00 – 10:00: Panel Discussion: "Smashing Through the Glass Ceiling – Industry Success Stories"
· 10:00 - 12:00: Fast-Paced Networking Sessions with Employers
· 12:00 – 13:30: Lunch and Informal Networking
· 13:30 – 16:00: Interviews and matching for on-the-spot talent
· 16:00 – 17:00: Final Comments and Prospective Opportunities

The event's design and layout will stress inclusivity and accessibility so that all participants can engage with the event. This includes the use of sign language interpreters, venues that are friendly to those who use wheelchairs, and applying digital for remote participatory access (Calver et al., 2023).
[bookmark: _Toc190898905]4. Aim and Objectives of the Event
[bookmark: _Toc190898906]Goal
According to Im, Chung and Qin (2023), the hospitality industry can achieve an inclusive and diverse recruitment environment by doing three things: connecting with a broad talent pool, promoting fair hiring practices, and implementing sustainable diversity and inclusion strategies. Although these three practices are not exhaustive, they can create space in the industry for the underrepresented and advantage those who are not in the majority, leading to a more diverse workforce.

[bookmark: _Toc190898907]SMART Objectives
In establishing the objectives, of the event the SMART framework has been used. SMART stands for specific, measurable, achievable, realistic, and time frame. It is an effective method for setting goals in event planning and measuring progress (Pilipczuk, 2021). 
1. Boost employer participation: Ensure the involvement of a minimum of 20 hospitality employers and recruitment agencies in the event, each promising to conduct at least 5 interviews or hiring conversations during the fair.
2. Enhance the participation of job seekers: Draw in at least 500 diverse job seekers, with underrepresented groups (such as women, ethnic minorities, and individuals with disabilities) constituting at least 30% of that number.
3. Improve participant experience and job placement results: At least 25% of attendees seeking jobs should get a follow-up interview or a job offer within one month of the event. This will be measured through post-event surveys.
[bookmark: _Toc190898908]5. Event Management
The planning and delivery of the Inclusive Recruitment Fair that are successful require a comprehensive event management strategy. This strategy has three key components: operational planning, resource allocation, and marketing activities (Moise, Georgescu and Zgura, 2012).

An event of this magnitude requires a comprehensive logistics plan that covers every detail of the operation, from the setup of the venue to the technology infrastructure, to the catering, and to the accessibility of the location for its attendees. The InterContinental Bucharest has been chosen for what is obviously a very central location, and, more importantly, for what is, as we understand it, the hotel's flexibility and capacity to handle well over 500 attendees (InterContinental Athenee Palace, 2024).

The workshop will need a fully committed team to run it effectively. Our staffing plan includes an event manager, facilitators, an AV technician, a diversity and inclusion consultant, and career coaches to help our participants practice the kinds of conversations that happen in job interviews. The event will take place in a space large enough to accommodate booths for employers, plenty of networking opportunities, a digital registration system, and the kind of hybrid meeting technology that will allow remote attendees to participate in the event (Almeida, 2023).

A multi-channel marketing approach will be put into action to secure and ensure nearly complete participation from both job candidates and employers. The main marketing push includes digital campaigns and partnerships with relevant institutions and influencers. Digital campaign will entail social media promotion on popular platforms like Facebook, Instagram, and LinkedIn. Harb et al. (2019) have shown that using social media campaign in promoting events significantly increases the likelihood of attendance. Additionally, the event will be promoted through partnering with Romanian influencers, who focus on promoting diversity and inclusivity and relevant institutions such as The Romanian Diversity Chamber of Commerce (RDCC) (Urbact, 2021). 

The Inclusive Recruitment Fair will be aligned with the broader industry trends necessary to drive real change in the hospitality hiring space. This event fair will not only be operationally efficient but also strategically focused, resulting in the kind of change people are asking for in the hiring area (Cimpoca, 2023).
[bookmark: _Toc190898909]6. Event Budget
Part of having a clear budget is knowing the difference between the costs to run the Inclusive Recruitment Fair for Hospitality and if it is feasible to use additional resources from other organisations. The budget lists possible revenues, expected expenses, sources of funding, and an analysis of cost-cutting measures (Ben-Shushan, 2022). Basic revenue will be derived from the sale of tickets, sponsorship or booths. The estimated revenue is about €55,000, where ticket sales will contribute about €10,000 if tickets are €20 per person and 500 people attend. Five major hospitality brands and recruitment agencies will be sponsoring a minimum €25,000, each donating a total of €5,000. The remaining income will come from the rentals of 20 recruitment booths to employers and agencies for €1,000 per booth, totalling €20,000.
The total estimated budget for the event amounts to €37,000, including the necessary expenses such as venue rental, personnel, marketing, catering, logistics, and overhead. The two-day venue rental fee at the InterContinental Bucharest will be about €12,000, taking into account the central position, appropriate conference-type venues, and the accessibility of the venue, contact, and facilities (InterContinental Athenee Palace, 2024). It is estimated €8,000 will be used in staffing costs to cover event managers, AV technicians and workshop facilitators. €5,000 are being spent on marketing, which is primarily entered through digital campaigns. €4,000 are used for catering snacks and drinks for participants and €6,000 for logistics like AV equipment, furniture, and parking Printing materials and signage for events will also include some miscellaneous expenses with a total of €2,000.
To pay for the event, revenue will be generated from outside sources, like corporations who want to be festival sponsors, or through government grants for diversity (Litvin, 2013). The event then will seek to secure the additional €10,000 in funding available through employment diversity initiatives as well as workforce development grants funded by the EU (European Commission, 2024). To that end, cost-control strategies will include negotiating bulk pricing for services at venues, benefit from outsourcing digital marketing and using volunteers in certain functions. The remaining €5,000 will be placed in a contingency fund to cover unexpected expenses that may arise, keeping the event financially viable while providing a maximum impact experience for the participants.
[bookmark: _Toc190898910]7. Industry Trends, Issues and Impacts
The hospitality recruitment picture is changing significantly due to moves in the economy, changes in tech, and diversity and inclusion ambitions. Inclusive hiring is one of the big trends shaping the industry. With a diverse range of workforce demographics emerging, hospitality organisations are being pushed to adopt equal opportunity practices, eliminate unconscious bias and create an inclusive workplace (Im, Chung and Qin, 2023). This goes hand in hand with the mission behind the Inclusive Recruitment Fair to bring employers and talent from all backgrounds, together in meaningful ways.
In a bid to adopt efficient hiring processes, more and more hospitality employers are turning to AI-based recruiting platforms, virtual job fairs, or screen releasing such customers with technology. This opens up the possibility for the event to adopt a hybrid approach, helping job seekers in different regions to attend via virtual networking sessions and video interviews (Hamid et al., 2023).
Government policies and labour laws also create an impact on how recruitment strategies are formulated. Equal pay, equal measures in hiring practices, and anti-discriminatory and accessibility obligations are embedded in both the EU-wide employment equality regulation as well as the Romanian national labour legislation (Ekkehard, Merola and Reljic, 2022). Topics at the event will include discussions of compliance with these laws, plans for promoting inclusive environments, and effective practices for employers.
According to Ghani et al. (2022), high turnover is still a big challenge in hospitality recruitment, meaning that the workforce is far from stable. Hospitality jobs are notoriously viewed as low-paying, high-stress jobs, and many employees leave these jobs within months of starting. Therefore, the workshop and panel discussions at the event will tackle key points around career development initiatives, mentorship and employee retention.
[bookmark: _Toc190898911]8. Situational and Other Considerations
[bookmark: _Toc190898912]Wider-Context Considerations
To deliver a successful event, it is essential to understand the context and nuance in hospitality employment trends. Another important aspect involves the changing composition of Romania's work population, which will increasingly include segments such as displaced persons, migrant workers, and people with disabilities (International Labour Organization, 2021). The event should also consider cultural sensitivities and ensure accessibility for people with disabilities. 
As an industry dependent on cross-cultural interactions diversity training and cultural intelligence are essential employer needs of the hospitality sector. This recruitment fair will highlight inclusive workplace cultures emphasising on cultural competency and anti-discrimination policies, as well as equal opportunities when it comes to developing one's career (Shepherd, 2019). 
Recruitment is also impacted by accessibility of technology. As most recruitment occurs on digital platforms now and a lot of job applications are done online, this also means that those looking for a job will need to build up their digital literacy in order to go through the hiring process smoothly (Solanki and Gujarati, 2024). They will host workshops on resume writing, online applications and interviews to make sure that the audience is ready for modern labour market requirements.
[bookmark: _Toc190898913]PESTLE Analysis
A PESTLE analysis gives a framework to assess the Political, Economic, Social, Technological, Legal and Environmental factors influencing the Inclusive Recruitment Fair for Hospitality.
[bookmark: _Toc190898914]Political Factors
The European Union and Romania are in favor of policies for diversity, inclusion and discrimination-free work environment ((European Commission, 2024). The theme of the event is directly connected with EU labor law rules which have been ratified by Romania in relation with equal opportunities and anti-discrimination policies. 
[bookmark: _Toc190898915]Economic Factors
The impact of the post-pandemic labor crisis on the Romanian hospitality market is significant as job vacancies are on the rise and even if this is the case the labor shortage is still present (Vasile et al., 2020). Coupled with inflation and escalating living costs, hiring professionals now expect significantly higher salaries from their employers, thus making it imperative for organisations to restructure compensations packages if they wished to persuade potential candidates. Further, the return on investment — represented by employer willingness to sponsor and/or participate in various recruitment events — can be impacted by swings of the Romanian currency, RON, around the Euro (Pelinescu, 2015).
[bookmark: _Toc190898916]Social Factors
Shifts in workforce demographics require diversity, inclusion and flexibility in the workplace. Due to the increasing Gen Z and millennial job seekers, companies would need to change recruitment strategies to match their needs of work-life balance, career progression and inclusion within company culture (Vieira, Gomes da Costa and Santos, 2024). In addition, an ever-increasing presence of women and disabilities in the workforce mean targeted hiring efforts need to happen.
[bookmark: _Toc190898917]Technological Factors
As a result, AI-driven recruitment, virtual hiring platforms, and digital job fairs are redefining employer approaches (Solanki and Gujarati, 2024). For the first edition of the event, the sessions will only be held in person as using AI-technology can be expensive. However, the event will include discussions and workshops about AI technologies to educate employers about recruiting without bias.
[bookmark: _Toc190898918]Legal Factors
The labor laws of Romania focus on equal opportunity employment, non-discriminatory practices, and employee rights, all of which are perfectly aligned with the goals of the event (Urbact, 2021). Additionally, the event will take all required measured to adhere to data protection laws.
[bookmark: _Toc190898919]Environmental Factors
Sustainable event management is now on the agenda more than ever. It will implement sustainable event practices, including extensive use of digital event materials, limited use of plastics, and carbon footprint reduction measures (Salama and Almomani, 2021). Employers will also be encouraged to implement sustainable workforce policies, including remote work options and eco-friendly hospitality operations.
The Inclusive Recruitment Fair seeks to ensure optimum impact and sustainability through effectively addressing the relevant PESTLE factors thus ensuring strategic planning in line with the phased market, industry and external influence.
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