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    [1]       Recruitment Procedures –[Policy statement] 

· We are committed to upholding our social and legal commitments to maintain and promote diversity through our hiring practises and recognise the value of hiring a varied, multi-cultural staff.

· Our hiring practises will be regularly evaluated to make sure that no candidates are subjected to unlawful discrimination on the basis of age, disability, sex, gender identity or expression, pregnancy, parental status, race (including colour, nationality, and ethnic or national origin), sexual orientation, religion, or belief, or because they are married or in a civil partnership.

· All coworkers involved in hiring must abide by our Code of Conduct as well as our equality and diversity policy. If you don't comply, it can be considered a disciplinary issue. 

· We will make sure that job openings are published to the largest pool of prospective applicants and work to encourage applications from any underrepresented groups. When appropriate, we shall take "positive action" into account.
 
· Selections for positions will be based on merit and will take into account the outcomes of all testing, presentations, and interviews. 

· If part of our commitment to fostering the growth of our own employees, we shall, as necessary, explore internal secondments and acting up agreements.

· We also provide a variety of flexible employment options, including job sharing, part-time employment, agile employment, and home-based employment. 

· If a contractor is utilised to conduct all or part of the hiring process, we will confirm that the agency has a suitable equality and diversity policy and will work with the agency to determine how the personal information held by the contractor will be used and disseminated. 

· All coworkers involved in the recruitment process will get coaching, training, and/or assistance on the recruitment and selection process, including equality and diversity problems.


[2].       Hospitality’s Background 

➔ Compared to the other sector-specific      groupings, the hotel industry has a higher    prevalence of part-time employment. Some organisations claim that four-fifths of their workforce has full-time employment agreements, while others claim the opposite. Agency workers are rarely employed and are typically used, like in other groups, to respond to changes in demand. 
 
· Success in HR & Hospitality 
 
➔ Investing in workers is the best way for a hospitality firm to succeed. Whether a customer is a one-time guest or a devoted repeat customer depends on how well personnel in a hotel, restaurant, or airline connect with their customers. 
 
➔ In order to foster a culture of dedicated workers who are qualified to manage the front lines of the hospitality sector, human resources management has a variety of opportunities to become involved.

· Recruitment Practice 

· In contrast to other industries, hiring managers in the hotel sector only use a limited number of recruitment channels. Online venues, particularly the jobs website Indeed, are by far the most well-liked. In addition to a more limited use of Job centre Plus, social media and networking, as well as employee recommendations or word of mouth, are other common methods. 

· More than half (54%) of companies in the sector, according to the survey results, utilise their own corporate websites to fill open positions. Other commercial job boards (46%), social networking sites like Facebook (37%), and professional networking sites like LinkedIn (28%) are also widely used. 

· According to official data, although there is a lot of variation among the UK's nations and areas, a sizeable percentage of hospitality firms' workforces are made up of EU citizens. In London and the south-east of England, migrant workers make up the vast majority of the workforce, while they are underrepresented in countries like Northern Ireland.
 

 
[3]. Lack of workers or Labour Shortage
 
➔ Numerous firms in the focus group bemoaned the present lack of workers in the industry, particularly those headquartered in cities. Many people are concerned about the future, in part because of the perceived flight of workers from cities and the recent imposition of limits on EU residents' ability to migrate.
 
➔ Employers in the hotel industry gave a variety of explanations on why they. the challenges they face in hiring. These include the pandemic's effects on restructuring, age restrictions on hiring, the need for DBS checks, and the impression that UK applicants are of low calibre. This can sometimes be attributed to some UK workers having a weak work ethic, especially when contrasted to migrant labour. 
 
➔ Many focus group participants, however, asserted that the business simply does not draw enough applicants from the UK as the primary cause of the recruitment challenges. It was determined that the insufficient number of applicants was primarily due to a negative opinion of the sector, most notably the idea that it pays poorly while demanding significant work. The epidemic has made this problem worse because there is a perception that there is less job security than in other industries










 







[4] Responds to Recruitment Difficulties 
 
➔ In line with the overall poll average, companies in the hotel, arts, and leisure sectors intend to increase pay (26%), hire more apprentices (32%), and up-skill existing personnel (40%). Additionally, the fact that nearly one in five (18%) organisations want to hire more recent graduates from high school or college is positive compared to the overall survey average of 10%. Employers in the focus group agreed that increasing wages would be the most efficient approach to draw in more applications after taking the poll results into account. 
 
➔ The majority, however, asserted that their organisation could not afford higher wages owing to demands from the competition: "Around £11/hour would most likely help increase applicants, but I don't think this would be a financially viable choice for us." It's not,'not economically feasible for our little company to operate over NLW. Most firms report paying at a rate that is equal to the NLW of £8.91 per hour (adult rate). 
 
➔ The main response from hospitality companies in terms of ups-killing activity appears to be the introduction or expansion of the current apprenticeship provision. However, one or two bosses lamented the poor take-up rates in their company. While several companies expressed an interest in implementing apprenticeship programmes, they were unsure of how they may operate.
 
➔  Spending more on recruitment advertising, implementing job referral programmes, and upgrading the employment offer—particularly in terms of fringe benefits and flexible working arrangements—are additional major strategies utilised to assist attract more people. Another strategy was to directly hire more teenagers from colleges and institutions.
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