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Masterestaurant analysis of server sales incentives
2026: the dining room turns over 41% a year, and
the incentive is paid on top of that revolving door

By Diego F. Parra · Updated 2026-09-04 · Leadership & Team

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

A plan of server sales incentives only pays off when the floor is trained and stable: with
41% annual front-of-house turnover (joinhomebase, 2025) and 96% hourly turnover in full
service in the third quarter of 2024 (Black Box Intelligence / 7shifts, 2024), half the
incentive budget goes to people who will not reach December. The order this analysis
defends: measurable training with micro-credentials first, variable pay second, and that
variable tied to contribution margin per item, never to gross sales.
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This document is a SYNTHESIS. Diego F. Parra and Masterestaurant read public turnover, wage and labor-cost
data published between 2024 and 2026, then organize it around one concrete floor decision: how much, to
whom, and against which metric a sales incentive gets paid. None of the numbers are ours; the reading is.

The starting point is uncomfortable. Turnover by position in the United States leaves the dining room at 41% a
year, the kitchen at 43% and managers at 28% (joinhomebase, 2025), and hourly turnover in full service hit
96% in the third quarter of 2024 (Black Box Intelligence / 7shifts, 2024). Designing a commission scheme on
that base is pouring fuel into a punctured tank: the server masters the upsell script in month four and leaves in
month seven.

Then comes the money layer. Median hourly pay for waiters in the United States was 16.23 USD including tips
in May 2024 (U.S. Bureau of Labor Statistics, 2024), while food and beverage serving workers overall sat
at 14.92 USD per hour (U.S. Bureau of Labor Statistics, 2024). Any incentive competes with that floor:
if the variable does not move the needle against 16.23 dollars an hour, it does not change behavior, it
changes payroll.

I got this wrong for years, and I will say it plainly: I built commission spreadsheets on average check before
looking at consolidated labor cost and the break-even point of the venue. The typical outcome is a check that
rises eight percent, a prime cost that rises just as fast, and an owner convinced the floor is selling more when it
is giving away margin through a discount dressed up as enthusiasm.

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

BEFORE: INCENTIVE ON

GROSS SALES, NO

MEASURED TRAINING

AFTER: INCENTIVE ON MARGIN,

MICRO-CREDENTIALS FIRST

Annual front-of-house
turnover (U.S., 2025) the plan
is paid on

✕ 41% a year in the dining
room; kitchen 43%, managers
28% (joinhomebase, 2025)

✓ Same 41% starting point (joinhomebase,
2025); the plan opens at 90 days of tenure,
the window where the UK loses 42%
(UKHospitality, 2025)

Hourly turnover, full service
vs. limited service (Q3 2024)

✕ 96% in full service and 135%
in limited service (Black Box
Intelligence / 7shifts, 2024), with
one undifferentiated scheme

✓ That same 96% / 135% gap (Black Box
Intelligence / 7shifts, 2024) forces two
schemes: margin per table in full service,
per-item upsell in QSR

Hourly cost of the incentivized
worker (U.S. median, May
2024)

✕ 16.23 USD/hour for waiters
(U.S. Bureau of Labor Statistics,
2024) plus uncapped commission

✓ 16.23 USD/hour (U.S. Bureau of Labor
Statistics, 2024) with the variable capped as
a share of the contribution margin generated

Side-by-side comparison
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BEFORE: INCENTIVE ON

GROSS SALES, NO

MEASURED TRAINING

AFTER: INCENTIVE ON MARGIN,

MICRO-CREDENTIALS FIRST

Fixed salary base behind the
variable in Spain (2025)

✕ 1,250.91 €/month for waiters
in Madrid (Madrid Regional
Hospitality Collective Agreement,
2025), with the incentive sitting
outside the agreement

✓ The same 1,250.91 €/month (Madrid
Regional Hospitality Collective Agreement,
2025) as fixed base, variable documented
separately, against a statutory minimum of
1,221 € gross/month (Government of Spain,
2026)

Replacement cost the plan
should be preventing
(manager turnover)

✕ 55% manager turnover in
limited service in Q3 2024, up
from 45% in 2019 (National
Restaurant Association, 2024)

✓ The plan funds leadership retention first:
that 55% (National Restaurant Association,
2024) is who runs the preshift that makes the
incentive work

Management benchmark for
whoever administers the
scheme (U.S., May 2024)

✕ 65,310 USD median annual
pay for restaurant managers
(U.S. Bureau of Labor Statistics,
2024), with no time allocated to
auditing the plan

✓ Same 65,310 USD (U.S. Bureau of
Labor Statistics, 2024) with 2 weekly hours
of incentive calibration written into the role

Wage base for sizing the
variable in Mexico (2026)

✕ 8,400 pesos/month average
in the kitchen (Grupo Milenio,
2024) and an improvised per-shift
variable

✓ General minimum wage of 315.04
MXN/day in 2026, +13% versus 2025
(CONASAMI, 2026), with the variable sized
as a share of that base

It fails because the variable money lands on a floor team that is already walking out:

turnover by position leaves the dining room at 41% a year and the kitchen at 43% (joinhomebase, 2025), and in
full service, hourly turnover hit 96% in the third quarter of 2024 (Black Box Intelligence / 7shifts, 2024). A com‐
mission scheme needs four to six months before a server truly masters suggestive selling and reads the menu
with judgment; against those numbers, half the staff you train this quarter will not be on next quarter's payroll.
Run the whole scenario: if you pay 2% of sales to twenty servers and eight leave before month nine, you fi‐
nanced the commercial training of the restaurant on the next corner and loaded your prime cost during the learn‐
ing months. Stabilize the floor first, then pay for selling. Any incentive is measured against what the server al‐
ready earns today, and that floor is published: the median hourly wage for waiters and waitresses in the United
States was 16.23 USD including tips in May 2024 (U.S.

Bureau of Labor Statistics, 2024), while food and beverage serving as a whole came in at 14.92 USD per hour
(U.S. Bureau of Labor Statistics, 2024). In Spain the base is different and deserves its own figure: the Madrid
hospitality agreement sets 1,250.91 euros per month for a server in 2025, against a national minimum wage of
1,221 euros gross per month in 2026 (Government of Spain, 2026). The verdict is blunt: a variable worth 3% or
4% of that base does not change behavior during service, it changes payroll. Unless the incentive represents at
least 10% to 15% of the server's monthly income, you are not buying conduct, you are giving away margin. The

Finding 1 — Why does an incentive plan fail before the first bonus is paid?

Finding 2 — The variable competes against a wage floor that already exists
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calculation base matters far more than the percentage. When the incentive pays on gross sales, the server does
exactly what you asked: pushes the average check up, and pushes it with the expensive bottle, which on most
menus carries the thinnest contribution margin because liquid food cost on a premium wine runs around 35% or
40% while a house dessert sits below 22%.

The check climbs eight points and the margin never moves. With a margin base the instruction reverses: the
floor places the dish that leaves the most money after food cost, and menu engineering stops being a manage‐
ment exercise and becomes the server's daily tool. Diego F. Parra insists at Masterestaurant that food cost per
dish must not exceed 32%, and that the ceiling of any incentive is calculated on what survives that limit. The
second switch is not how much, it is when. In British hospitality, 42% of departures happen within the first 90
days of employment (UKHospitality, 2025), and with 41% annual dining-room turnover (joinhomebase, 2025),
paying a variable from the first shift means financing the revolving door with margin money. The rule that works
ties the incentive to two simultaneous conditions: proven tenure and approved micro-credentials — wine list, al‐
lergens, price-objection handling, upselling driven by margin.

A server certified on day 60 unlocks 50% of the variable; the full 100% opens on day 120. What happens if
someone quits on day 100? They collected half, you kept the other half, and the replacement cost was partially
covered. The incentive stops being a prize and becomes a retention tool with a name. Before setting the per‐
centage you have to cost the replacement, and that number rarely shows up in the owner's spreadsheet. With
dining-room turnover at 41% a year (joinhomebase, 2025), a floor of twenty servers replaces eight people annu‐
ally; each replacement burns recruiting, uniforms, two or three shadow shifts, order errors and a lower average
check for six to eight weeks. Compare that against the historical benchmark: sector turnover averaged
71.6% a year between 2013 and 2019 (BLS JOLTS, via Toast), so today's 41% on the floor is progress, not
a catastrophe.

The consultant's reading annoys anyone who wants a quick commission: the budget earmarked for the variable
returns more during the first twelve months if you invest it in stable schedules and in training middle managers,
because limited-service management turnover rose from 45% in 2019 to 55% in the third quarter of 2024 (Na‐
tional Restaurant Association, 2024). I built average-check commission sheets before looking at consolidated la‐
bor cost and the restaurant's break-even, and I say it plainly because it is the most expensive mistake I have
made on the floor. The pattern repeats: the average check rises eight percent, prime cost rises by the same pro‐
portion, and the owner celebrates growth that is really a discount dressed up as enthusiasm. Fixing it takes
two moves. First, the ceiling of the variable is set against break-even, never against the good month's sales; if
the venue breaks even at 100,000 dollars a month, the incentive pays on what exceeds that figure and not on
total billing.

Second, payroll, rent and utilities do not load onto the dish: they live in break-even, and blurring those two
planes is what turns an incentive plan into a silent cash leak. An incentive plan works when three indicators
move together across two consecutive quarters, not when sales spike for a month. The first is contribution mar‐
gin per guest, not the average check, because the check rises with price and the margin rises with judgment.

Finding 3 — Gross sales or contribution margin: the calculation base decides everything

Finding 4 — When it gets paid: the 90-day window rules

Finding 5 — The hidden cost almost nobody puts in the spreadsheet

Finding 6 — Here I was wrong for years
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The second is 90-day retention, which in this sector starts against 42% early departures in British hospitality
(UKHospitality, 2025) and should drop at least ten points once the variable is tied to certification. The third is
consolidated prime cost, which cannot grow while the incentive is being paid. In floor money: if twenty servers
earning a median of 16.23 USD per hour (U.S. Bureau of Labor Statistics, 2024) receive a variable equal to 12%
of their income, that cost must be fully covered by incremental margin, measured dish by dish, or the plan is
suspended the following quarter.

Open your menu engineering and flag the eight dishes with the highest contribution margin after food cost; that
shortlist, not the full menu, is the base the incentive pays on. Then calculate your real dining-room turnover and
compare it against the 41% annual reference (joinhomebase, 2025): above that figure, the money goes to train‐
ing and scheduling before it goes to commission. The third step sets the access window — no variable before
day 60, with the sector's 42% early-departure rate as the argument (UKHospitality, 2025) — and the fourth
writes the ceiling against the restaurant's break-even. The Masterestaurant method that Diego F. Parra applies
in floor audits orders that sequence the same way every time: margin first, tenure second, commission last.
Reversing the order is what ruins most plans. The difference is not the percentage paid; it is the calculation
base. An incentive on gross sales asks the server to lift average check, and average check rises by pushing the
priciest bottle, which is almost never the one with the best contribution margin.

An incentive on margin asks something else: place the dish that leaves the most money after food cost, and
there, at last, menu engineering and the dining room play on the same side. The second change is WHEN it
pays. With 41% annual front-of-house turnover (joinhomebase, 2025) and 42% of hires lost within the first 90
days in UK hospitality (UKHospitality, 2025), paying variable from shift one funds the revolving door; anchoring it
to tenure and micro-credentials turns the incentive into a retention tool as well as a sales one. Third: who owns
it. Restaurant managers earn a median of 65,310 USD a year in the United States (U.S. Bureau of Labor
Statistics, 2024), and in most groups that person has no formally assigned hour to calibrate the scheme. A plan
without an owner decays within three months into a fixed bonus under another name.

Fourth, the one nobody argues about, is SEGMENTATION. Hourly turnover reached 96% in full service and
135% in limited service in the third quarter of 2024 (Black Box Intelligence / 7shifts, 2024): these are two differ‐
ent businesses and they will not tolerate the same scheme. Full service pays margin per table; limited service
pays units of one specific item per shift, because the conversation window with the guest lasts seconds.

Finding 7 — What to do on Monday morning

Finding 8 — What actually changes between the two schemes

Finding 9 — What actually changes between the two schemes — in practice

P O I N T  B Y  P O I N T
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Criterion by criterion: classic commission versus margin-based incentive

CALCULATION BASE FOR THE VARIABLE

A ·  B E F O R E :  I N C E N T I V E  O N  G R O S S
S A L E S ,  N O  M E A S U R E D  T R A I N I N G

Gross shift sales: the server pushes price,
not margin.

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

margin per item, with per-dish food cost
under the 32% ceiling.

Verdict: B wins. Gross sales and margin diverge precisely in the categories that sell most: wine,
starters and desserts.

WHEN THE PLAN OPENS

A ·  B E F O R E :  I N C E N T I V E  O N  G R O S S
S A L E S ,  N O  M E A S U R E D  T R A I N I N G

From shift one, with no tenure condition.

B  ·  M A S T E R E S TA U R A N T At 90 days, the

window where the UK loses 42% of its
hires (UKHospitality, 2025).

Verdict: B wins comfortably: paying before day 90 funds turnover out of the sales budget.

PRIOR TRAINING REQUIREMENT

A ·  B E F O R E :  I N C E N T I V E  O N  G R O S S
S A L E S ,  N O  M E A S U R E D  T R A I N I N G

None; the menu is assumed to be learned
on the job.

B  ·  M A S T E R E S TA U R A N T Menu, allergen

and script micro-credentials approved in
the simulator.

Verdict: B wins. With 41% annual front-of-house turnover (joinhomebase, 2025), short verifiable
training is the only way the plan stops rewarding improvisation.
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SEGMENTATION BY SERVICE FORMAT

A ·  B E F O R E :  I N C E N T I V E  O N  G R O S S
S A L E S ,  N O  M E A S U R E D  T R A I N I N G

One scheme for every unit in the group.

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

schemes: 96% hourly turnover in full
service and 135% in limited service (Black
Box Intelligence / 7shifts, 2024) describe
two different businesses.

Verdict: B wins. Format determines how much time the server has to influence the guest's
decision.

LABOR COST CONTROL

A ·  B E F O R E :  I N C E N T I V E  O N  G R O S S
S A L E S ,  N O  M E A S U R E D  T R A I N I N G

Uncapped variable; labor cost is left to the
shift.

B  ·  M A S T E R E S TA U R A N T Cap as a share

of incremental margin, audited against
prime cost and break-even.

Verdict: B wins. An uncapped incentive is not an incentive, it is payroll risk with a pretty name.

OWNER AND REVIEW CADENCE

A ·  B E F O R E :  I N C E N T I V E  O N  G R O S S
S A L E S ,  N O  M E A S U R E D  T R A I N I N G

Nobody specific; reviewed whenever
someone complains.

B  ·  M A S T E R E S TA U R A N T The manager,

with two blocked weekly hours inside a
role whose median is 65,310 USD a year
(U.S. Bureau of Labor Statistics, 2024).

Verdict: B wins. Every ownerless plan decays into a fixed bonus before month three.

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 commission plan that lifts the
check and sinks the margin C O M M O N  S C E N A R I O

Commission is calculated on gross shift sales, so the server pushes what is expensive rather than
what is profitable, and menu engineering breaks within two weeks.

✕

Nobody measures training before paying: with 41% annual front-of-house turnover (joinhomebase,
2025), much of the budget lands on people who have not yet mastered the menu.

✕

The variable has no floor and no ceiling, which turns labor cost into a function of the shift's mood.✕

The manager who should audit the scheme earns a median of 65,310 USD a year (U.S. Bureau of
Labor Statistics, 2024) and has not one hour of the week assigned to that audit.

✕

Preshift is improvised, the upsell script is recalled from memory, and results depend on whichever
server closed well last Saturday.

✕

After: margin-based incentive, certified training, automated preshift M A S T E R E S TA U R A N T

The variable pays on contribution margin generated rather than gross sales, so a dish at 24% food
cost weighs more in the commission than one at 32%.

✓

Access requires verified micro-credentials: menu, allergens, pairing and upsell script all approved in
the simulator before a single unit of variable pay is earned.

✓

The plan starts at 90 days of tenure, exactly where UK hospitality loses 42% of its hires (UKHospitality,
2025).

✓

The cap is set as a share of incremental margin, so prime cost holds even when the shift goes wild.✓

Preshift is automated around the shift target, the two highest-margin dishes and the table-turnover
metric, and stops depending on the floor manager's memory.

✓

S I D E - B Y- S I D E  C O M PA R I S O N
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BEFORE: INCENTIVE ON

GROSS SALES, NO

MEASURED TRAINING

AFTER: INCENTIVE ON MARGIN,

MICRO-CREDENTIALS FIRST

Annual front-of-house
turnover (U.S., 2025) the plan
is paid on

✕ 41% a year in the dining
room; kitchen 43%, managers
28% (joinhomebase, 2025)

✓ Same 41% starting point (joinhomebase,
2025); the plan opens at 90 days of tenure,
the window where the UK loses 42%
(UKHospitality, 2025)

Hourly turnover, full service
vs. limited service (Q3 2024)

✕ 96% in full service and 135%
in limited service (Black Box
Intelligence / 7shifts, 2024), with
one undifferentiated scheme

✓ That same 96% / 135% gap (Black Box
Intelligence / 7shifts, 2024) forces two
schemes: margin per table in full service,
per-item upsell in QSR

Hourly cost of the incentivized
worker (U.S. median, May
2024)

✕ 16.23 USD/hour for waiters
(U.S. Bureau of Labor Statistics,
2024) plus uncapped commission

✓ 16.23 USD/hour (U.S. Bureau of Labor
Statistics, 2024) with the variable capped as
a share of the contribution margin generated

Fixed salary base behind the
variable in Spain (2025)

✕ 1,250.91 €/month for waiters
in Madrid (Madrid Regional
Hospitality Collective Agreement,
2025), with the incentive sitting
outside the agreement

✓ The same 1,250.91 €/month (Madrid
Regional Hospitality Collective Agreement,
2025) as fixed base, variable documented
separately, against a statutory minimum of
1,221 € gross/month (Government of Spain,
2026)

Replacement cost the plan
should be preventing
(manager turnover)

✕ 55% manager turnover in
limited service in Q3 2024, up
from 45% in 2019 (National
Restaurant Association, 2024)

✓ The plan funds leadership retention first:
that 55% (National Restaurant Association,
2024) is who runs the preshift that makes the
incentive work

Management benchmark for
whoever administers the
scheme (U.S., May 2024)

✕ 65,310 USD median annual
pay for restaurant managers
(U.S. Bureau of Labor Statistics,
2024), with no time allocated to
auditing the plan

✓ Same 65,310 USD (U.S. Bureau of
Labor Statistics, 2024) with 2 weekly hours
of incentive calibration written into the role

Wage base for sizing the
variable in Mexico (2026)

✕ 8,400 pesos/month average
in the kitchen (Grupo Milenio,
2024) and an improvised per-shift
variable

✓ General minimum wage of 315.04
MXN/day in 2026, +13% versus 2025
(CONASAMI, 2026), with the variable sized
as a share of that base

Side-by-side comparison

T H E  N U M B E R S  T H AT  M AT T E R
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The scorecard: seven public figures that frame any floor incentive plan

41%
annual front-of-house turnover in the
U.S. (kitchen 43%, managers 28%)

96%
hourly turnover in full service, third quarter of 2024

135%
hourly turnover in limited service, third quarter of 2024

16.23
median hourly pay for waiters in
the U.S., tips included, May 2024

U S D /H

42%
turnover within the first 90 days in UK hospitality

55%
manager turnover in limited service,
third quarter of 2024 (45% in 2019)

65310 USD
median annual pay for restaurant

managers in the U.S., May 2024

V ISUAL I ZAT ION

The numbers, visualized
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annual front-of-house turnover in the U.S. (kitchen 43%, managers 28%)

41%

hourly turnover in full service, third quarter of 2024

96%

hourly turnover in limited service, third quarter of 2024

135%

median hourly pay for waiters in the U.S., tips included, May 2024

16.23
USD/H

turnover within the first 90 days in UK hospitality

42%

manager turnover in limited service, third quarter of 2024 (45% in 2019)

55%

Sources: joinhomebase 2025 · Black Box Intelligence / 7shifts 2024 · U.S. Bureau of Labor Statistics 2024 ·
UKHospitality 2025 · National Restaurant Association 2024

Chart by masterestaurant.com

R E A L  C A S E

“We ran a 3% commission on gross shift sales and average check did rise, but margin never moved:
servers pushed the two most expensive bottles, which happened to carry the worst contribution margin.
Once we switched the calculation base to margin and gated access to the plan behind 90 days of tenure
plus menu and allergen micro-credentials approved in the simulator, the variable stopped being a loose
expense. Our front-of-house turnover was running along the 41% annual line joinhomebase reports for
2025, and the 90-day cut was what organized us most, because we stopped paying commission to people
leaving before the training paid for itself.”

— Operations director of a three-unit full-service group, after redesigning the incentive scheme
with the Masterestaurant framework

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 redesign the incentive in four moves

1 1. Change the calculation base before touching the percentage
Stop paying on gross sales and move to contribution margin per item. You need a recipe card
for every dish with its real food cost — the ceiling this method accepts is 32% per dish, and that
is a ceiling, not a target — plus a short list of the six items that leave the most margin. That is
the catalog the plan pays on. Decide the percentage afterwards, once you know how much
incremental margin a well-sold shift generates; arguing it earlier is arguing about smoke. Against
a median of 16.23 USD per hour for U.S. waiters (U.S. Bureau of Labor Statistics, 2024), the
variable has to represent at least 10% of shift pay to move behavior.

2 2. Install a training gate: micro-credentials before money
Nobody earns variable pay without passing menu, allergen, pairing and upsell-script micro-
credentials in the simulator. This is not bureaucracy: it is what stops commission from rewarding
improvisation. With 41% annual front-of-house turnover in the United States (joinhomebase,
2025), restaurant staff training has to be short, verifiable and repeatable per shift, not an annual
course half the roster will never see. Certified restaurant training also settles the legal question:
you can prove what was trained, when, and with what result.

3 3. Tie the plan to 90-day tenure and segment it by format
Open payment at 90 days, which is where UK hospitality loses 42% of its hires (UKHospitality,
2025). And split the formats: in full service, where hourly turnover was 96% in the third quarter
of 2024, the incentive pays margin per table; in limited service, at 135% that same quarter
(Black Box Intelligence / 7shifts, 2024), it pays units of one item per shift. A single scheme
across both formats always ends up favoring whoever gets more conversation time with the
guest.

4 4. Give it an owner with real hours and audit it monthly
The manager running the scheme earns a median of 65,310 USD a year in the United States
(U.S. Bureau of Labor Statistics, 2024) and needs two formally blocked weekly hours to
calibrate it: review which items are being pushed, what happened to prime cost, and whether
consolidated labor cost moved. Without that owner and those hours, the incentive decays into a
fixed bonus within a quarter. An automated preshift built on the shift target and the two highest-
margin dishes is the daily mechanic that holds all of it together.

FA Q
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What percentage should a server sales incentive pay?

The percentage matters less than the base. Pay on incremental contribution margin rather than gross sales, and
cap it as a share of that margin so labor cost stays under control. Against a median of 16.23 USD per hour for
U.S. waiters (U.S. Bureau of Labor Statistics, 2024), the variable needs to be near 10% of shift pay before
behavior changes.

Do sales incentives reduce front-of-house staff turnover?

Only when tied to tenure and training. The dining room turns over 41% a year in the United States
(joinhomebase, 2025) and the UK loses 42% of hires within the first 90 days (UKHospitality, 2025). A variable
earned from shift one retains nobody; one that opens at 90 days with approved micro-credentials creates a
concrete reason to stay.

Does the same commission scheme work for full service and QSR?

No, and forcing it is the most expensive mistake here. In the third quarter of 2024, hourly turnover was 96% in
full service and 135% in limited service (Black Box Intelligence / 7shifts, 2024). Full service should pay margin
per table, where conversation exists; limited service should pay units of a specific item per shift, because the
guest window lasts seconds.

How do I stop the incentive from blowing up labor cost?

Cap the variable as a share of incremental margin and audit it monthly against prime cost and break-even.
Assign control to someone with real hours: restaurant managers earn a median of 65,310 USD a year in the
United States (U.S. Bureau of Labor Statistics, 2024), and without two blocked weekly hours for calibration the
plan drifts into a fixed bonus.

Frequently asked questions about server sales incentives

D ATA  &  S O U R C E S

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

Metric Benchmark 2026 Source

Subida salarial pactada en hostelería
(España)

+6% en 2023, +5% en 2024 y +4%
en 2025 (ALEH V)

Acuerdo Laboral Estatal de
Hostelería (ALEH V) 2024

Rotación del sector restaurantero
EE.UU. en 2024

65,8% en 2024 (bajó desde 75,6%
en 2023)

National Restaurant Association
2024

Sector data 2026 (official sources)
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https://www.hosteleriamadrid.com/blog/laboral/niveles-retributivos-en-hosteleria-categorias-salarios-y-convenios/
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https://www.nrn.com/restaurant-labor/restaurant-turnover-rates-improve-to-pre-pandemic-levels
https://www.nrn.com/restaurant-labor/restaurant-turnover-rates-improve-to-pre-pandemic-levels
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Metric Benchmark 2026 Source

Empleados que dejaron un empleo por
mala gestión

45% de los empleados de
restaurante (2024)

7shifts 2024

La relación con el gerente afecta la
satisfacción laboral

73% de los empleados lo afirman
(2024)

7shifts 2024

Empleados de restaurante felices en el
trabajo

72% (más de 1 de cada 4 no lo
está, 2024)

7shifts 2024

Aumento del salario base por hora en
restaurantes EE.UU.

+4% hasta 14,20 USD/hora (2024) 7shifts 2024

C O M M U N I T Y

Join our MASTERESTAURANT Community for FREE

Restaurant owners and teams from 43 countries sharing knowledge, tools and applied AI — straight to
your WhatsApp.

Join the community
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