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Introduction

Findings presented by the head of Talent indicate 
that there is a labour shortage in the restaurant 
industry (CGAStrategy, 2022; Ette, 2022)

The shortage may impact the recruitment efforts 
of the restaurant group

I suggest six talent acquisition strategies

I also suggest four monetary and non-monetary 
incentives methods

Presenter Notes
Presentation Notes
The restaurant industry in the UK is a highly competitive and fast-paced environment, with many different brands and operators vying for customers' attention. With more than 1000 staff members across different locations, finding and retaining top talent is critical for success. However, the industry faces significant recruitment challenges, with labour shortages leading to reduced opening hours and simplified menus (CGA Strategy, 2022; Ette, 2022). It is necessary to implement effective talent acquisition strategies and offer competitive incentives to attract and retain top talent in the restaurant industry. This presentation will identify and explain six different talent acquisition strategies, including three short-term strategies and three long-term strategies, and four different incentive methods, including two monetary and two non-monetary methods, to attract potential candidates to work in restaurant operations that consist of casual and fine dining.



Short-Term Talent Acquisition Strategies: Outreaching to Qualified 
Candidates

Leverage the existing 
employees to attract potential 
candidates (Anita, 2019)

Current employees are 
incentivised to refer friends and 
family members to job 
openings within the restaurant

The restaurant will tap into the 
existing network of its 
employees

Reduces the cost and time 
associated with traditional 
recruitment methods
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Outreach to qualified candidates is a proactive strategy to attract top talent to the company. This strategy involves identifying individuals with the required skills and qualifications for the job opening and contacting them directly. By proactively reaching out to qualified candidates who may have yet to apply for the job opening, companies can expand their candidate pool and attract individuals not actively looking for new job opportunities (Anita, 2019). This can be done through various channels, including leveraging the existing employees to outsource, attracting potential candidates by engaging with them and promoting the company's culture and values. Additionally, companies can work with recruitment agencies or headhunters who specialise in sourcing and attracting top talent. Outreaching to qualified candidates allows companies to attract the best talent and fill critical roles quickly, essential in a competitive job market.



Promoting the Listings on Social Media

Leverage Social Media Platforms To 
Advertise Job Openings

Effective In Targeting The Younger 
Demographic

Allows the restaurant group to reach a 
large pool of potential candidates from 
diverse backgrounds and locations

Helps increase brand visibility (Kaur et 
al., 2015)

Presenter Notes
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Promoting job listings on social media is an effective strategy to attract potential candidates to job openings. Social media platforms provide a vast audience of potential candidates, making them an ideal platform for advertising job openings. Companies can post job openings on their social media pages and engage content showcasing the company's culture and values. This strategy helps attract candidates who are a good fit for the company and the job opening (Kaur et al., 2015). It can involve targeting individuals with specific skills and qualifications and those who may be interested in the company's services. By promoting job listings on social media, companies can increase visibility and attract a more diverse pool of candidates (Kaur et al., 2015). Furthermore, Koch et al. (2018) assert that using social media platforms also helps companies showcase their brand and culture, which can be a decisive factor in attracting the best talent.



Attend Industry-Related Meet-Ups

Participate in 
job fairs to 

increase visibility 
and elevate the 

employee 
status (Green et 

al., 2016)

Provides an 
opportunity for 
the restaurant 
group to meet 

with a wider 
pool of 

potential 
candidates

The restaurant 
will showcase its 

brand and 
culture and 

attract 
interested 

candidates

Prepare a 
booth that 

includes flyers, 
brochures, and 

other 
promotional 

materials that 
provide 

information 
about the 
business 
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Attending industry-related meetups and events is an effective way to build relationships with potential candidates and network with industry professionals. Companies can use these events to promote their brand and culture and showcase their industry expertise. Additionally, attending meetups and events provides opportunities to identify individuals who may be a good fit for the company and the job opening, increasing visibility and elevating the company's status (Green et al., 2016). Networking with individuals at these events can help companies build relationships with potential candidates over time, which is beneficial when filling critical roles. It is also an excellent opportunity for companies to learn about emerging trends and industry best practices, which can help improve their recruitment strategies and attract top talent. By attending industry-related meetups, companies can expand their network, showcase their expertise, and attract top talent to their organisation.



Long-Term Talent Acquisition Strategies: Employer Branding

Focus on building a strong 
employer brand that appeals to 
potential candidates (Panda And 
Sahoo, 2013)

Highlight the restaurant group's 
culture, values, and mission

Showcase the restaurant’s 
commitment to employee 
development and work-life balance

Entails offering competitive benefits 
and perks (Padhi and Joshi, 2022)
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Employer branding is crucial for attracting top talent who align with the company's values and culture. It involves creating and promoting a positive image and reputation as an employer through various channels, such as the company website, social media, and job postings (Panda and Sahoo, 2013). Employers can showcase their commitment to their employees' well-being by offering competitive benefits and perks, such as flexible work arrangements, comprehensive health benefits, paid time off, and professional development opportunities. Additionally, investing in employee development, including training and development opportunities, mentoring programmes, and career advancement opportunities, can create a sense of loyalty and commitment among employees, helping to attract and retain top talent. Padhi and Joshi (2022) assert that building a strong employer brand helps to create a positive work environment that benefits both the company and its employees and establishes the company as a desirable employer in the eyes of potential candidates.



Prioritising Diversity, Equity, and Inclusion (DE&I)

Implementing 
inclusive 

recruitment 
practices

Establishing 
employee 
resource 
groups

Providing 
ongoing DE&I 

training

Creating a 
culture of 
inclusivity
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Diversity, equity, and inclusion (DE&I) initiatives are becoming increasingly important for organisations as they recognise the value of creating a diverse, equitable, and inclusive workplace (Ofili et al., 2021). To attract a more diverse pool of candidates and create a more inclusive workplace culture, companies can prioritise implementing inclusive recruitment practices, such as identifying and addressing potential biases in the recruitment process and leveraging diverse recruitment sources. Creating a culture of inclusivity can be achieved by fostering open communication, promoting collabouration, and celebrating diversity (Ofili et al., 2021). Holding leadership accountable for DE&I initiatives is also crucial, which can involve setting clear goals and metrics around DE&I, regularly communicating progress to employees, and ensuring that DE&I is integrated into performance evaluations and promotion criteria (Ofili et al., 2021). 



Candidate Experience

Its all about giving a positive impression 
about the company (Padhi and Joshi, 
2022)

Providing timely and transparent 
communication throughout the 
recruitment process

Offering a seamless application process

Providing feedback to candidates after 
the interview process

Presenter Notes
Presentation Notes
Candidate experience is a vital aspect of the talent acquisition process that creates a positive impression of the company and attracts top talent. It involves providing timely, transparent communication throughout the recruitment process, offering a user-friendly application process, and providing feedback to candidates after the interview process (Padhi and Joshi, 2022). According to Padhi and Joshi (2022), a positive candidate experience can increase candidate referrals and enhance the company's reputation as a desirable employer. Providing feedback to candidates shows the company's commitment to continuous improvement and helps candidates understand how they can improve their future job search efforts. Also, offering a seamless application process makes it easy for candidates to access information about the company, the role, and the application requirements.



Monetary Incentives

Paid time off

Provides the opportunity to take time off 
work for vacation, personal or sick days, 

and other reasons without losing pay
Help achieve work-life balance

Pension schemes

A retirement savings plan funded by the 
employee and employer

Shows commitment to the long-term well-
being of its employees

Presenter Notes
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Two monetary incentives that can attract potential candidates to work in restaurant operations are paid time off and pension schemes. According to Panda and Sahoo (2013), developing a competitive compensation plan that gives the company an edge over others is vital. Paid time off allows employees to take time off from work while still receiving pay, giving them a valuable benefit that can help them balance their work and personal lives (Marôco et al., 2022). This benefit can be desirable for employees who value work-life balance and want flexible schedules. On the other hand, pension schemes provide employees with a financial incentive to work for the company over the long term. By offering a pension plan, the company can help employees save for their future and provide them with financial security in retirement, which can be an attractive incentive for potential candidates looking for stability and security in their careers.



Non-Monetary Incentives

Flexible work hours

Compressed work weeks
Part-time work

Job-sharing arrangements

Career development opportunities

Training and development programmes
Coaching
Mentoring
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Two non-monetary methods to attract potential candidates to work in restaurant operations are flexible work hours and career development opportunities. Flexible work hours can allow employees to schedule their work around their personal commitments, providing them with a better work-life balance (Marôco et al., 2022). This can include compressed work weeks, part-time work, or job-sharing arrangements. Career development opportunities, such as training and development programmes, coaching, mentoring, and job rotations, can help employees to acquire new skills, grow professionally, and advance their careers within the organisation, which can be highly attractive to potential candidates (Bihani and Dalal, 2014). It is vital to allow employees to grow and explore within the organisation.



Conclusion

Implementing effective talent 
acquisition strategies and offering 
competitive incentives can help the 
restaurant group to increase its chances 
of attracting and retaining the best 
candidates

Short-term talent acquisition strategies, 
such as outreaching to qualified 
candidates, social media promotion, 
and industry-related meet-ups, can 
help attract candidates quickly 

Long-term talent acquisition strategies, 
such as, DE&I, employer branding, and 
candidate experience, can help create 
A positive employer brand and attract 
talent over the long term

Both monetary and non-monetary 
incentives, such as paid time off, 
pension schemes, flexible work hours, 
and career development opportunities, 
can make the company more 
attractive to potential candidates

Presenter Notes
Presentation Notes
In summation, attracting and retaining top talent in the restaurant industry can be a challenging task. However, by implementing effective talent acquisition strategies and offering competitive incentives, the restaurant group can increase its chances of attracting and retaining the best candidates. Short-term talent acquisition strategies, such as outreaching out to qualified candidates, social media promotion, and industry-related meetups, can help attract candidates quickly. Long-term talent acquisition strategies, such as DE&I, employer branding, and candidate experience, can help create a positive employer brand and attract talent over the long term. Additionally, offering monetary and non-monetary incentives, such as paid time off, pension schemes, flexible work hours, and career development opportunities, can make the company more attractive to potential candidates. Hence, by taking a strategic approach to talent acquisition and offering competitive incentives, the restaurant group can create a strong workforce and thrive in the competitive restaurant industry.
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