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Introduction

❑ Attracting and maintaining high-quality employees is crucial to a restaurant's

success in today's fiercely competitive food industry. It is important to

provide a balanced package of benefits to attract and retain employees in

both fast food and fine dining locations (Borisova, 2017).

❑ In this presentation, we will discuss four distinct and efficient incentive

strategies to entice people to work in the hospitality sector. This presentation

will go through four strategies for doing so: two monetary and two non-

monetary strategies



Different Talent Acquisition Strategies

❑ The success of every restaurant company, from fast food joints to

five-star eateries, depends on its ability to attract and keep the best

possible staff.

❑ There are several acquisition methods that are designed to draw

people into the restaurant industry, where they may help cultivate a

dedicated staff with the skills necessary to provide customers with

memorable meals.



Short-term Talent Acquisition Strategies

❑ Social Media and Online Job Platforms: Recruitment efforts in the modern day

often center on social media platforms. LinkedIn, Facebook, Instagram, and Twitter

are all great options for restaurants to promote their company culture, special menu

items, and employee reviews (Cairns, 2015).

❑ Employee Referral Program: Employee referral programmes are a great way to

quickly fill open positions. Current staff members may speak efficaciously on the

restaurant's behalf since they have direct knowledge of the establishment's work

environment and expectations (Jose, 2019).

❑ Temporary Staffing Agencies: In need of skilled workers temporarily, the

hospitality sector often turns to staffing firms. Temporary workers are a rapid solution

to staffing gaps at busy times, one-off events, and unforeseen circumstances

(Agyeiwaa et al., 2015).



Long-term Talent Acquisition Strategies

❑ Employer Branding and Culture Promotion: To attract and retain top talent for the

long term, restaurants must do a better job of marketing themselves as places to work.

The restaurant's beliefs, purpose, and devotion may all be conveyed to potential

workers via a well-defined employer brand (Grant, 2019).

❑ Apprenticeship and Internship Programs: Apprenticeship and internship

programmes are a proactive strategy to recruit long-term talent, particularly among

future chefs and hospitality workers. The restaurant may tap into a pool of

enthusiastic learners looking for real-world experience by forming partnerships with

educational institutions (Griffith, Baur and Buckley, 2019).

❑ Talent Pipelining and Succession Planning: Finding and developing future

restaurant employees is what talent Pipelining is all about. As part of this plan of

action, you should attend industry events, network with people in adjacent sectors,

and cultivate connections with passive job searchers (Cairns, 2015).



Different Incentives Methods 

❑ To stand out in the competitive restaurant employment market,

employers need to provide more than just a competitive salary and

benefits package to attract and retain qualified individuals.

❑ Both monetary and non-monetary incentive strategies have their

place in the world of talent acquisition and retention.



Monetary Incentive Methods

❑ Competitive Base Pay and Performance-Based Bonuses: Providing a

competitive starting salary is essential if you want to hire people with the

right combination of skills and experience. Hourly salaries are typical in the

restaurant sector, so it is important to make sure starting compensation is

competitive (Cunningham et al., 2015).

❑ Employee Referral Bonuses: It may be cost-effective to recruit top talent

by incentivizing existing staff to bring in their referrals. Financial incentives,

like referral bonuses, offered to employees might encourage them to take

part in the hiring process (Stockman, Van Hoye and Carpentier, 2017).



Non-Monetary Incentive Methods

❑ Employee Recognition and Appreciation Programs: The morale and

dedication of your staff may be greatly improved by instituting a rewards

and recognition programme. A healthy work atmosphere and a feeling of

pride among the workforce may be created by recognizing great

performance with verbal praise, certificates of recognition, or "Employee of

the Month" awards (Porter and Kramer, 2018).

❑ Training and Development Opportunities: A great non-monetary

incentive is to invest in workers' professional progress by providing them

with training and development opportunities. The restaurant's bottom line

will benefit from the increased versatility and productivity those results from

providing staff with access to workshops, seminars, and cross-training

opportunities (Krueger, Reilly and Carsrud, 2021).



Conclusion

❑ In conclusion, a balanced mix of monetary and non-monetary

incentives considerably improves the restaurant industry's capacity to

recruit and retain top personnel.

❑ Motivated workers are more likely to actively engage in the

recruiting process if they are offered financial incentives such as

employee referral bonuses in addition to competitive base pay and

performance-based bonuses. Employees are more likely to be loyal

and satisfied with their jobs when they are offered non-monetary

incentives like public praise and opportunity for professional

development.
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