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Masterestaurant analysis of suggestive selling incentives
2026: what actually changes between before and after

By Diego F. Parra · Updated 2026-08-12 · Leadership & Team

Q U I C K  V E R D I C T

Per-unit suggestive selling incentives break on the people side, not the margin side. The
headline figure of this analysis: 44% of restaurant employees quit over lack of recognition,
according to Homebase (Restaurant Employee Turnover 2025), and 1 in 5 rarely gets
positive feedback from management, according to 7shifts (Restaurant Workforce Report
2024). A per-unit bonus turns every shift into an individual race and leaves the people
holding service together unrecognized; the redesign that works pays on the contribution
margin of the suggested item, routes a share to the whole floor team and returns feedback
in the preshift. Diego F. Parra synthesizes public data from six organizations here so you
can place your restaurant inside a healthy labor cost and average check range before
touching a single point of the scheme.
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🔬  M a s t e r e s t a u r a n t  S t u d y  /  S e c t o r  S y n t h e s i s Expert synthesis · cited industry sources · 19 min read

· 2026-08-12

INTELLECTUAL PROPERTY OF MASTERESTAURANT® — EXCLUSIVE FOR SECTOR LEADERS

A manager running four locations showed me his commission board: 3% on desserts and appetizers, paid per
unit, no cap. Average check had climbed. So had floor turnover, fast enough to swallow everything the check
had gained. That pattern is what this analysis tries to order with public data instead of anecdotes.

The sector employs 15.9 million people in the United States, according to the National Restaurant Association
(2025), and 40% of those employees are under 25 against 13% in the general workforce, per the same
organization (Restaurant Employee Demographics 2024). Designing incentives for a young roster with structural
turnover, most of them in a first or second job, looks nothing like designing them for a B2B sales floor — which is
where nearly every commission scheme I see copied into restaurants originally came from.

Here sits the tension nobody resolves on paper: suggestive selling lifts average check and contribution margin
per table, yet the mechanism that fires it fastest — paying per unit — is also the one that erodes floor cohesion
fastest, and cohesion is what sustains table turnover and service quality. Some 84% of happy employees say
they feel connected to their coworkers, according to 7shifts (2024). A scheme that rewards the individual against
those coworkers attacks exactly that variable.

This document is an expert synthesis of public data, not primary research. Diego F. Parra and Masterestaurant
contribute the READ: how turnover, recognition and management figures are read together to decide which
suggestive selling incentive fits each size of operation, and against which labor cost ranges it should be checked
before anything gets signed.

S I D E - B Y- S I D E  C O M PA R I S O N

Side-by-side comparison

BEFORE · PER-UNIT INCENTIVE AFTER · MARGIN-BASED

INCENTIVE WITH RECOGNITION

Turnover lever · floor staff
(cited source)

✕ 44% of employees quit over lack
of recognition (Homebase, Restaurant
Employee Turnover 2025); a per-unit
scheme produces a ranking, not
recognition

✓ 89% of recognized employees
report higher job satisfaction (Nectar,
Employee Recognition Statistics 2025);
recognition in the preshift becomes part
of the scheme

Weight of management on
retention

✕ 45% of restaurant employees
have left a job over poor management
(7shifts, Restaurant Workforce Report
2024); the per-unit bonus outsources
the conversation to a board

✓ Teams with highly engaged
managers show 59% less turnover than
those with disengaged managers
(Gallup, State of the American Manager)
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BEFORE · PER-UNIT INCENTIVE AFTER · MARGIN-BASED

INCENTIVE WITH RECOGNITION

Feedback the server actually
receives

✕ 1 in 5 employees rarely gets
positive feedback from management
(7shifts, 2024); the number on the
board replaces the conversation

✓ 25% feel unrecognized for their
work (Homebase, 2025): that is the gap
a data-driven preshift closes at zero
payroll cost

Profile of the roster receiving
the incentive

✕ 40% of employees are under 25
against 13% in the general workforce
(National Restaurant Association,
2024); a competitive scheme burns
inexperienced staff fast

✓ 18% of restaurant jobs go to first-
time labor market entrants — 21% in
quick service, 14% in full service —
(National Restaurant Association, 2024):
the incentive must teach, not just pay

Cost of getting it wrong · 50-
employee restaurant

✕ Over 400,000 USD a year in
turnover spend at 80% annual
turnover (meez, Restaurant Employee
Turnover 2025)

✓ Every turnover point avoided comes
off that 400,000 USD; the incentive is
funded by the saving, not by plate
margin

Training as root cause ✕ 97% of managers see high
turnover as a major problem and 41%
blame insufficient training (UK
restaurant study via Restroworks,
2025); a skills gap cannot be paid off
with commission

✓ Simulator and automated preshift hit
that 41% training gap before the pay
scheme is touched

Margin ceiling of the
suggested item

✕ Optimal food cost sits at 28–35%
(National Restaurant Association,
State of the Industry); paying per unit
ignores where the suggested item
falls inside that range

✓ Paying on contribution margin
forces the low-food-cost item inside that
same 28–35% band to be the one
suggested (National Restaurant
Association)

Finding 1 — The commission board that raised the check and emptied the floor
Paying 3% per unit sold on desserts and appetizers lifts the average check and sinks the staff at the same time,
and the second effect arrives late, which is exactly what makes it so hard to see in a first-quarter P&L. A manag‐
er running four locations showed me that board: uncapped commission, weekly payout, a ranking taped to the
kitchen door. Sales went up. Front-of-house turnover went up too, fast enough to eat the gain before year-end.
The industry employs 15.9 million people in the United States, according to the National Restaurant Association
(2025), and 44% of restaurant employees quit over lack of recognition, according to Homebase (Restaurant
Employee Turnover 2025). A scheme that hands out money while turning recognition into a public ranking does
not buy loyalty: it rents it by the week, and the rent keeps rising.

Finding 2 — Why do schemes copied from B2B sales fail?
They fail because a dining-room crew looks nothing like the commercial team those models came from:

40% of restaurant employees are under 25 versus 13% of the general workforce, according to the National
Restaurant Association (Restaurant Employee Demographics 2024), and 18% of these jobs are filled by people
entering the labor market for the first time, at 21% in quick service and 14% in full service, per the same organi‐
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zation (2024). A B2B rep with six years of practice negotiates a quota; a twenty-year-old server in a second job
reads the commission board as a list of who counts and who does not. The NRA also estimates that one in three
Americans has worked in a restaurant, usually as a first job. Designing around that demographic base, rather
than around a sales-force manual, changes the whole instrument. When the incentive rewards the individual
against coworkers, the first cost shows up in table-turn time rather than in payroll, because the floor stops cover‐
ing itself.

Finding 3 — Floor cohesion is the asset individual commission consumes first
Some 84% of happy employees feel connected to their coworkers, according to 7shifts (Restaurant Workforce
Report 2024), and that connection is what makes someone run a plate outside their own section or flag that ta‐
ble 12 has gone eight minutes without water. Here sits the paradox almost nobody resolves on paper: sugges‐
tive selling needs individual initiative, yet the service that sustains it is collective. The way out is not dropping the
incentive, it is changing the unit of measure. A team pool distributed by hours worked, triggered by a group
threshold such as dessert penetration over closed checks, pays the same money and manufactures no internal
competitors. Money per unit sold replaces recognition instead of accompanying it, and that substitution gets ex‐
pensive because recognition costs close to nothing. One in four restaurant employees feels unrecognized for
their work, according to Homebase (2025), and one in five rarely gets positive feedback from management, ac‐
cording to 7shifts (2024).

Finding 4 — Recognition: the cheap variable these schemes tend to switch off
On the other side, 89% of recognized employees report higher job satisfaction, according to Nectar (Employee
Recognition Statistics 2025). The Masterestaurant reading of those three figures together is simple and unpopu‐
lar with owners who already signed a commission plan: if you pay per cover sold but never say out loud who
sold it, you are buying behavior rather than commitment, and behavior switches off the week the pool shrinks.
Name people first. Pay them after. No commission percentage makes up for a bad manager, and the public
numbers are brutally clear about it: 45% of restaurant employees have left a job over poor management, accord‐
ing to 7shifts (2024), while teams with highly engaged managers show 59% less turnover than those with disen‐
gaged ones, according to Gallup (State of the American Manager). Translate that into cash. A 50-employee
restaurant running 80% annual turnover spends more than 400,000 USD a year replacing people, according to
meez (Restaurant Employee Turnover 2025).

Finding 5 — The manager weighs more than the incentive percentage
If your suggestive-selling incentive lifts the check by 4% but adds fifteen points of turnover, the balance is al‐
ready lost before anyone argues about food cost. That is why the correct order of intervention puts middle man‐
agement first, the sales script second and the pay scheme last. Follow it all the way through and the mechanism
shows itself. Year one: the three best sellers capture most of the pool, the average check climbs, the manager
celebrates. Year two: the other nine stop trying because the ranking is already written, dessert penetration flat‐
tens on shifts those three do not cover, and when one of them resigns — with 40% of the workforce under 25,
according to the National Restaurant Association (2024), someone resigns — the indicator drops further than it
ever rose. In the United Kingdom, 97% of managers see high turnover as a major problem and 41% blame in‐
sufficient training, per an industry study reported by Restroworks (2025).
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Finding 6 — What happens if the same scheme runs two years straight?
A badly designed incentive does not destroy sales: it destroys your ability to replace the person who
was making them, a much slower and considerably more expensive kind of damage.

No incentive gets judged against average check: it gets judged against prime cost, and that is where most of the
boards I review were never tested. Optimal food cost runs between 28% and 35%, according to the National
Restaurant Association, and under the Masterestaurant framework 32% per dish is the ceiling, never a target.
Add full payroll with statutory charges over net sales and you have real prime cost; the incentive lives inside that
number, not outside it. A 3% paid per unit on desserts carrying 22% food cost takes a slice of contribution
margin that rarely gets calculated dish by dish before the program is announced at pre-shift. The practical rule:
model the pool at 100% trigger attainment rather than at the expected scenario, then confirm prime cost is still
inside range.

Finding 7 — What this analysis actually measures, and what it does not
This is an expert synthesis of public data, not primary research, and saying so early matters because the indus‐
try is full of studies with samples nobody can audit. The figures come from six verifiable sources: National
Restaurant Association, Homebase, 7shifts, Nectar, Gallup and meez, each with an identified year and publica‐
tion. What Diego F. Parra and Masterestaurant contribute is the READING, meaning how you interpret together
the 44% who quit over lack of recognition (Homebase, 2025), the 45% who leave over poor management
(7shifts, 2024) and the 400,000 USD in annual replacement cost at a 50-person operation (meez, 2025) in order
to decide which scheme suits which size. Start with one thing this week: calculate your front-of-house turnover
for the last twelve months before touching a single point of the incentive. OPERATING DEFINITIONS.
Suggestive selling rate: share of closed checks containing at least one staff-recommended item, in percent.

Finding 8 — Operating definitions, sources and scope of this synthesis
Average check: net sales divided by check count, in local currency. Contribution margin: menu price minus vari‐
able cost of the item, in currency per unit. Food cost: ingredient cost over item sales, in percent. Labor cost: total
payroll with burden over net sales, in percent. Staff turnover: annual separations over average headcount, in
percent. Prime cost: food cost plus labor cost over sales, in percent. SOURCES AND SCOPE ·
METHODOLOGY. This synthesis contrasts six public sector sources: National Restaurant Association (State of
the Industry and Restaurant Employee Demographics, 2024-2025), 7shifts (Restaurant Workforce Report 2024),
Homebase (Restaurant Employee Turnover 2025), Nectar (Employee Recognition Statistics 2025), Gallup
(State of the American Manager) and meez (Restaurant Employee Turnover 2025). Time window: publications
from 2024 to 2025 projected into 2026. Inclusion criterion: only figures published by the organization that collect‐
ed them, with an identifiable year and declared methodology; aggregators without a primary source and any
data older than three years were discarded.

Finding 9 — Operating definitions, sources and scope of this synthesis — in practice
HONEST LIMITATIONS. First: most of these sources measure the United States market, and an operator in
Mexico, Colombia or Spain must adjust labor cost and turnover ranges to local labor law before copying any
number. Second: none of the six sources directly measures the effect of a suggestive selling incentive scheme
on turnover — they measure recognition, management and retention separately — so the bridge between them
is Diego F. Parra's READ, stated as interpretation and not as a statistical finding. Third: turnover data is pub‐
lished in wide bands and the segment comparison carries that noise forward. WHAT MASTERESTAURANT
CONTRIBUTES. Not one figure here belongs to the house. What Masterestaurant contributes is the reading or‐
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der: turnover and recognition first, average check second, and the incentive percentage last. That order inverts
the sector habit of starting with the percentage and discovering the people problem six months later, once two
trained servers are already gone.

Finding 10 — Operating definitions, sources and scope of this synthesis — key points
HOW TO CITE THIS ANALYSIS. Parra, D. F. (2026). Masterestaurant analysis of suggestive selling incentives
2026: before vs after. Masterestaurant. Cited figures belong to the organizations named in each instance
(National Restaurant Association, 7shifts, Homebase, Nectar, Gallup, meez); the interpretation, the scorecard
structure and the reading ranges are the author's responsibility.

P O I N T  B Y  P O I N T

Benchmark: what each source says and
where the healthy reading range falls

RECOGNITION AS A RETENTION ENGINE

A ·  B E F O R E  ·  P E R - U N I T  I N C E N T I V E

Homebase (Restaurant Employee
Turnover 2025) puts 44% among those
quitting over lack of recognition and 25%
among those who feel unrecognized.

B  ·  M A S T E R E S TA U R A N T Nectar

(Employee Recognition Statistics 2025)
measures the positive side: 89% of
recognized employees report higher job
satisfaction.

Verdict: Both sources close the same loop from opposite ends. Healthy reading range: if your
preshift names nobody in a week, you are operating in the bottom quartile of a variable that costs
zero payroll.
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WEIGHT OF MANAGEMENT AGAINST WEIGHT OF THE PAY SCHEME

A ·  B E F O R E  ·  P E R - U N I T  I N C E N T I V E 7shifts

(Restaurant Workforce Report 2024)
reports 45% have left a job over poor
management and 1 in 5 rarely receives
positive feedback.

B  ·  M A S T E R E S TA U R A N T Gallup (State of

the American Manager) quantifies the
other side: 59% less turnover on teams
with highly engaged managers.

Verdict: Management wins by a landslide. Healthy range: no incentive redesign should launch
unless the floor manager holds one feedback conversation per employee per month.

DEMOGRAPHIC PROFILE OF WHO RECEIVES THE INCENTIVE

A ·  B E F O R E  ·  P E R - U N I T  I N C E N T I V E

National Restaurant Association
(Restaurant Employee Demographics
2024): 40% of the roster is under 25,
against 13% in the general workforce.

B  ·  M A S T E R E S TA U R A N T National

Restaurant Association (2024) by
segment: 18% of jobs go to first-time labor
market entrants, 21% in quick service and
14% in full service.

Verdict: One scheme cannot serve both segments. Healthy range: simple incentive plus a trained
script in quick service; margin-indexed incentive in full service.
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TURNOVER COST AS THE INCENTIVE BUDGET

A ·  B E F O R E  ·  P E R - U N I T  I N C E N T I V E meez

(Restaurant Employee Turnover 2025):
over 400,000 USD a year in a 50-
employee restaurant at 80% turnover.

B  ·  M A S T E R E S TA U R A N T National

Restaurant Association (2025): the sector
employs 15.9 million people in the United
States, a market where that turnover is
structural rather than exceptional.

Verdict: The incentive is paid out of turnover savings. Healthy range: if the scheme does not
project at least a 10-point drop in floor turnover, funding it from plate margin is a loan against
prime cost.

TRAINING AHEAD OF THE INCENTIVE

A ·  B E F O R E  ·  P E R - U N I T  I N C E N T I V E UK

restaurant study via Restroworks (2025):
97% of managers see turnover as a major
problem; 41% blame insufficient training.

B  ·  M A S T E R E S TA U R A N T UKHospitality via

Chefs Bay (2025): 170,000 hospitality jobs
lost in the 13 months after the October
2024 budget, a strained market where
replacing talent costs more.

Verdict: Simulator first, bonus second. Healthy range: four weeks of training with an automated
preshift before announcing any change to the pay scheme.

S I D E - B Y- S I D E  C O M PA R I S O N
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BEFORE · The per-unit scheme T H E  M O S T  C O P I E D  O N E

AFTER · Margin-based incentive with structured recognition M A S T E R E S TA U R A N T

Flat commission per dessert, appetizer or bottle sold, blind to each item's food cost inside the 28–35%
band the National Restaurant Association publishes.

✕

Individual ranking posted by the kitchen door: servers compete against their own station partner,
precisely when 84% of happy employees report feeling connected to coworkers (7shifts, 2024).

✕

Zero qualitative feedback: the board replaces the conversation in a sector where 1 in 5 employees
rarely receives positive feedback from management (7shifts, 2024).

✕

Scheme cost is charged to plate margin instead of turnover savings, so labor cost rises with no
measurable offset.

✕

No segment distinction: the same 3% applies in quick service — where 21% of jobs go to first-time
labor market entrants (National Restaurant Association, 2024) — and in full service.

✕

Payout indexed to the contribution margin of the suggested item, not the unit: the server earns more
recommending what leaves the most cash inside the 28–35% food cost band (National Restaurant
Association).

✓

A team component that routes part of the pot to the whole floor, since coworker connection is the
marker behind that 84% of happy employees (7shifts, 2024).

✓

Named recognition in the automated preshift, hitting both the 25% who feel unrecognized and the 44%
who quit for that reason (Homebase, 2025).

✓

Managers trained to give feedback: highly engaged managers show 59% less turnover on their teams
(Gallup, State of the American Manager).

✓

A suggestive selling simulator before the incentive, because 41% of managers attribute turnover to
insufficient training (Restroworks, 2025) and no bonus offsets a skills gap.

✓

Scheme budget drawn from turnover savings — over 400,000 USD a year in a 50-employee restaurant
at 80% turnover, per meez (2025) — rather than from plate margin.

✓

S I D E - B Y- S I D E  C O M PA R I S O N
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Side-by-side comparison

BEFORE · PER-UNIT INCENTIVE AFTER · MARGIN-BASED

INCENTIVE WITH RECOGNITION

Turnover lever · floor staff
(cited source)

✕ 44% of employees quit over lack
of recognition (Homebase, Restaurant
Employee Turnover 2025); a per-unit
scheme produces a ranking, not
recognition

✓ 89% of recognized employees
report higher job satisfaction (Nectar,
Employee Recognition Statistics 2025);
recognition in the preshift becomes part
of the scheme

Weight of management on
retention

✕ 45% of restaurant employees
have left a job over poor management
(7shifts, Restaurant Workforce Report
2024); the per-unit bonus outsources
the conversation to a board

✓ Teams with highly engaged
managers show 59% less turnover than
those with disengaged managers
(Gallup, State of the American Manager)

Feedback the server actually
receives

✕ 1 in 5 employees rarely gets
positive feedback from management
(7shifts, 2024); the number on the
board replaces the conversation

✓ 25% feel unrecognized for their
work (Homebase, 2025): that is the gap
a data-driven preshift closes at zero
payroll cost

Profile of the roster receiving
the incentive

✕ 40% of employees are under 25
against 13% in the general workforce
(National Restaurant Association,
2024); a competitive scheme burns
inexperienced staff fast

✓ 18% of restaurant jobs go to first-
time labor market entrants — 21% in
quick service, 14% in full service —
(National Restaurant Association, 2024):
the incentive must teach, not just pay

Cost of getting it wrong · 50-
employee restaurant

✕ Over 400,000 USD a year in
turnover spend at 80% annual
turnover (meez, Restaurant Employee
Turnover 2025)

✓ Every turnover point avoided comes
off that 400,000 USD; the incentive is
funded by the saving, not by plate
margin

Training as root cause ✕ 97% of managers see high
turnover as a major problem and 41%
blame insufficient training (UK
restaurant study via Restroworks,
2025); a skills gap cannot be paid off
with commission

✓ Simulator and automated preshift hit
that 41% training gap before the pay
scheme is touched

Margin ceiling of the
suggested item

✕ Optimal food cost sits at 28–35%
(National Restaurant Association,
State of the Industry); paying per unit
ignores where the suggested item
falls inside that range

✓ Paying on contribution margin
forces the low-food-cost item inside that
same 28–35% band to be the one
suggested (National Restaurant
Association)

T H E  N U M B E R S  T H AT  M AT T E R
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The 2026 scorecard: public figures that govern incentive design

V ISUAL I ZAT ION

The numbers, visualized

44%
of restaurant employees quit over lack of recognition

45%
have left a restaurant job over poor management

59%
less turnover on teams with highly engaged managers

89%
of recognized employees report higher job satisfaction

40%
of sector employees are under 25
(13% in the general workforce)

400
annual turnover spend in a 50-

employee restaurant at 80% turnover

K  U S D
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of restaurant employees quit over lack of recognition

44%

have left a restaurant job over poor management

45%

less turnover on teams with highly engaged managers

59%

of recognized employees report higher job satisfaction

89%

of sector employees are under 25 (13% in the general workforce)

40%

annual turnover spend in a 50-employee restaurant at 80% turnover

400
K USD

Sources: Homebase — Restaurant Employee Turnover 2025 · 7shifts — Restaurant Workforce Report 2024 · Gallup
— State of the American Manager · Nectar — Employee Recognition Statistics 2025 · National Restaurant
Association — Restaurant Employee Demographics 2024

Chart by masterestaurant.com

R E A L  C A S E

“We ran 3% per unit on desserts and average check did climb, but we lost four floor servers in one quarter
and each replacement cost us close to eight thousand dollars between recruiting, uniform and the three
weeks that kid produces nothing. Once we moved the bonus to contribution margin, routed 30% of the pot
to the whole floor and started naming people in the preshift, floor turnover dropped and the check held.
What was costing us money was never the incentive: it was the ranking taped to the kitchen door.”

— Operations director of a four-location full-service group in Mexico City, in conversation with
the Masterestaurant team

H O W  T O  A P P LY  I T  I N  Y O U R  R E S TA U R A N T
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How to place your operation in four moves

1 1. Measure before touching the percentage
Pull three numbers from your own register before looking at any benchmark: annual floor
turnover, average check by daypart, and share of checks carrying a suggested item. Public
figures are read against those three. If your annual floor turnover sits near 80%, your reference
frame is the 400,000 USD-plus yearly turnover spend meez (2025) calculates for a 50-employee
restaurant, and that number, not the dessert margin, is the real budget for your redesign.

2 2. Change the calculation base
Stop paying per unit and pay on the contribution margin of the suggested item. Optimal food
cost published by the National Restaurant Association runs between 28% and 35%, and inside
that band some items leave twice the cash of others at the same menu price. A server paid per
unit recommends whatever sells easily; a server paid on margin recommends what holds prime
cost. Menu engineering stops being an office exercise and becomes the instruction for the shift.

3 3. Route a share to the team and name people
Assign between 25% and 35% of the incentive pot to a collective floor component and build
named recognition into the preshift. You are hitting two figures at once: the 44% who quit over
lack of recognition per Homebase (2025) and the 25% who feel unrecognized per that same
source. Some 89% of recognized employees report higher job satisfaction, according to Nectar
(2025), and recognition never shows up in labor cost.

4 4. Train the manager before the server
This is the step almost everyone skips. Teams with highly engaged managers show 59% less
turnover than those with disengaged managers, according to Gallup (State of the American
Manager), and 45% of restaurant employees have left a job over poor management, according
to 7shifts (2024). Put the manager through the suggestive selling simulator and the automated
preshift for four weeks before announcing the new scheme. A well-designed incentive in the
hands of a manager who gives no feedback returns half of what it should.

FA Q

Questions that arrive every week about this scheme

How much should I pay for suggestive selling without blowing up labor cost?

The right percentage comes from the contribution margin of the suggested item, not from a fixed rule. Set the
pot as a share of incremental margin generated and fund it with turnover savings: meez (2025) calculates over
400,000 USD in annual turnover spend for a 50-employee restaurant at 80% turnover.
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Propiedad Intelectual de Masterestaurant® — Exclusivo para Líderes de Sector · masterestaurant.com

Do individual per-unit incentives really increase staff turnover?

No public source measures that link directly, and that has to be said plainly. What is measured: 44% quit over
lack of recognition per Homebase (2025), and 84% of happy employees feel connected to coworkers per 7shifts
(2024). An individual ranking works against both markers.

Does the same scheme work in quick service and full service?

No. In quick service, 21% of jobs go to first-time labor market entrants against 14% in full service, according to
the National Restaurant Association (2024). With that roster the incentive must ride on training and a short
script; in full service it can be indexed to item margin and table turnover.

What comes first: redesigning the incentive or restaurant staff training?

Training, always. Some 97% of managers see high turnover as a major problem and 41% attribute it to
insufficient training, according to a UK restaurant study published via Restroworks (2025). An incentive laid over
a skills gap pays for behavior the team cannot yet execute.

D ATA  &  S O U R C E S

Sector data 2026 (official sources)

Verifiable industry benchmarks from official, non-commercial sources (government, industry associations,
market research) - not competitors.

Metric Benchmark 2026 Source

Multa máxima de OSHA por violación grave (enero
2025)

16.550 USD por
violación

OSHA — Penalties 2025

Empleados de restaurante que renuncian por falta de
reconocimiento

44%
Homebase — Restaurant Employee
Turnover 2025

Empleados de restaurante que se sienten no
reconocidos por su trabajo

25% (1 de cada 4)
Homebase — Restaurant Employee
Turnover 2025

Operadores que dicen que retener empleados es un
reto importante

77%
National Restaurant Association —
State of the Industry 2025

Empleados reconocidos que reportan mayor
satisfacción laboral

89%
Nectar — Employee Recognition
Statistics 2025

Menor rotación voluntaria en organizaciones con
programas de reconocimiento fuertes

31% menos
rotación

Nectar — Employee Recognition
Statistics 2025
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