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

Owner leadership that exists nowhere in writing is not leadership, it is dependency. A
proprietor who holds the service standard together with his own physical presence runs
an operation that performs on the days he walks the floor and degrades the other five, and
that variance gets paid in labor cost, in staff turnover and in reviews. What
Masterestaurant proposes is an architecture change, not a character change: the owner's
judgment becomes a training curriculum, an automated preshift and a scorecard that any
manager executes the same way. In an operation billing 500 thousand to 1 million USD a
year, that transfer is usually worth two to four points of EBITDA, because it attacks the
three costs nobody books anywhere: retraining the replacement, covering the vacancy
that took 44 days to fill according to SHRM, and losing the average check of a shift that hit
the floor without knowing what to sell.
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An owner told me recently a sentence that sums up the whole problem: «my restaurant works, but it works with
me inside it». Forty employees, close to 1.8 million USD in annual revenue, and the service standard still lived in
one person's head, traveled by verbal correction during the shift and vanished with every resignation.

That pattern is not sloppy management, it is design. U.S. hospitality closed October 2025 with a 4.0% monthly
quit rate according to U.S. BLS JOLTS (via Paytronix, 2025), and the United Kingdom runs at 52% annual
turnover according to Chefs Bay (UK Hospitality Staffing 2026). With that bleed, any knowledge that only exists
in conversation evaporates twice a year.

The financial consequence shows up in prime cost long before it shows up in workplace climate. Each vacancy
takes a 44-day median to fill according to SHRM, and the sector projects roughly 1,159,600 annual openings in
food and beverage serving roles according to the U.S. Bureau of Labor Statistics (Occupational Outlook
Handbook 2024): you are not competing for talent on your block, you compete inside a market that reopens a
million positions every year.

This brief is the written version of a talk I give to boards of restaurant groups, and its thesis is uncomfortable:
owner leadership is measured by what the operation does when the owner is absent, and that gets built with
training engineering, not charisma.

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

BEFORE · PRESENCE-

BASED LEADERSHIP

AFTER · SYSTEMATIZED LEADERSHIP

(MASTERESTAURANT)

Annual front-of-house
turnover

✕ Tracks the 52% UK sector
benchmark (Chefs Bay, 2026)
and a 4.0-4.6% monthly U.S.
quit rate (BLS JOLTS via
Paytronix, 2025)

✓ Working target: cut 12 to 18 percentage
points in 12 months by acting on the manager,
who drives 70% of engagement variance
(Gallup, meta-analysis across 2.7 million
workers)

Time to fill a vacancy ✕ 44-day median (SHRM,
Talent Acquisition
Benchmarking)

✓ Target of 20-25 days with a trained internal
bench: 19% of workers leave over lack of
growth (Toast, 2025), so the promotion ladder is
retention and recruiting at once

Hard-to-fill positions ✕ 59% of operators reported
hard-to-fill openings in 2024
(National Restaurant
Association, 2024)

✓ Target below 30% once the 60% who call
flexible scheduling essential (Toast, 2025)
actually find that flexibility in the rota

Shift absenteeism ✕ 3.2% national absence
rate in the U.S. in 2024 (U.S.
Bureau of Labor Statistics,
Absences from work 2024)

✓ Target of 1.8-2.2% with automated preshift
and named accountability by station

Side-by-side comparison
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BEFORE · PRESENCE-

BASED LEADERSHIP

AFTER · SYSTEMATIZED LEADERSHIP

(MASTERESTAURANT)

Ramp curve for a new server ✕ 3 to 5 weeks shadowing a
colleague, with no objective
assessment

✓ 10 to 14 days with simulators and module
certification; 86% of Gen Z needs stated
purpose to stay (Pierpoint, What Gen Z Wants
in Hospitality)

Average check from
suggestive selling

✕ Depends on which server
got the table; 20-30% spread
between best and worst on the
roster

✓ Target spread under 10% with trained
menu engineering scripts measured by station

Owner hours on the floor per
week

✕ 60-70 hours, mostly
reactive operational firefighting

✓ 25-30 hours, mostly scorecard review,
bench building and expansion

Effect on EBITDA ✕ Labor cost inflated by
coverage overtime and
recurring retraining

✓ 2 to 4 EBITDA points recovered in a 500
thousand to 1 million USD operation, through
lower turnover and higher contribution margin
per check

An owner's leadership is measured by the gap between a shift with them on the floor and the same shift
without them, and that gap has to fit inside a margin you can forecast.

Nothing else works as a metric, because charisma never shows up on the income statement and neither does a
loyal manager. An owner who holds the standard in place through physical presence runs a two-speed business,
and that variability poisons the labor-cost forecast long before it damages morale. U.S. hospitality closed
October 2025 with a monthly quit rate of 4.0%, down from 4.6% in July, according to U.S. BLS JOLTS (via
Paytronix, 2025), which means half the people you corrected in person this half of the year will be gone by the
next. Diego F. Parra says it plainly in the board meetings where Masterestaurant presents this diagnosis: what
isn't written down doesn't exist, it has an expiration date, and its real name is dependency.

Every standard that lives only in shift conversations gets paid for twice a year in recruiting money. Filling a va‐
cancy takes a median of 44 days according to SHRM, and while that slot sits open you spread the load across
people already at their limit, or you pay overtime, or you accept a lower average check because nobody sug‐
gests the pairing. The sector projects roughly 1,159,600 annual openings in food and beverage serving accord‐
ing to the U.S. Bureau of Labor Statistics (Occupational Outlook Handbook 2024), and the United Kingdom runs
at 52% annual turnover according to Chefs Bay (UK Hospitality Staffing 2026). You aren't competing for talent
against the bar down the street, you're competing inside a market that reopens a million jobs every twelve
months. With that kind of bleeding, word-of-mouth training is filling a punctured bucket with a small spoon, and
the hole isn't in your people: it's in the design of the training.

1. How do you measure a restaurant owner's leadership?

2. What it really costs to keep the standard inside the owner's head
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Change what you correct and the whole economics of training changes with it. Correct a server during service
and the learning walks out the door the day they resign; correct the CURRICULUM instead — the service script,
the dish spec, the opening sequence — and that fix stays for the forty people who come after. With a monthly
quit rate of 4.0% in October 2025 according to BLS JOLTS (via Paytronix, 2025), a personal correction has a
shelf life of months while a documented one never expires. I got this wrong for years: I thought documentation
was corporate paperwork and that the craft passed from person to person by watching. It does pass by watch‐
ing, but only when there's someone constant to watch, and at 52% annual turnover in the UK according to Chefs
Bay (UK Hospitality Staffing 2026), that constancy exists in no restaurant on the planet. In the band below
500,000 USD a year the answer isn't to delegate, it's to write.

With six to twelve people on payroll, hiring a manager who costs 45,000 to 60,000 USD a year eats three to five
points of prime cost without anyone holding the standard better than you do. The operating decision is a differ‐
ent one: block four protected hours a week, outside service, to turn into documents whatever you correct out
loud today, starting with the ten procedures you repeat most often. The threshold that triggers the next step is
simple and numeric: once two different people run the opening with under 10% deviation on the checklist, with
you absent, you have a system. Absenteeism bites from this band onward, because the U.S. national rate was
3.2% in 2024 according to the U.S. Bureau of Labor Statistics (Absences from work 2024): with eight
employees, that's one uncovered shift every two weeks. Between 500,000 and 1 million USD a year you have
to buy back the owner's time, and you buy it with a second-in-command trained on your material rather than on
your presence.

The numeric rule I use: if you work more than 55 operating hours a week and the business bills above 600,000,
the opportunity cost of your hour already exceeds what an assistant manager costs. That role only pays for itself
if it captures two measurable things, execution of the opening and closing checklist and control of daily waste;
skip the measurement and you've hired an expensive companion. Purpose matters more than boards assume:
86% of Gen Z workers say having a purpose weighs on their job satisfaction according to Pierpoint (What Gen Z
Wants in Hospitality). A second-in-command who understands why each step exists retains people better than
one who merely hands out shifts. Above 1 million USD a year, training stops being a payroll expense and be‐
comes an asset you audit the way you audit inventory. With 30 to 45 people and sector turnover of 52% a year
according to Chefs Bay (UK Hospitality Staffing 2026), you retrain half your roster annually, and improvising that
costs more than the system that would have prevented it.

The concrete decision: budget between 0.8% and 1.2% of annual sales on a formal program with internal certifi‐
cation by station, and require that no employee touch the floor before signing their competency sheet. The alarm
threshold is numeric too: if more than 20% of your roster has been in the job under 90 days, the operation lives
in permanent emergency mode and your labor-cost forecast is worthless. Flexibility slows the bleeding, since
over 60% of workers call flexible scheduling essential according to Toast (What Restaurant Workers Want in
2025). Past 5 million USD a different profile shows up: the large-format themed venue or the concept signed by

3. Correct the curriculum, not the person

4. Under 500K USD a year: the owner IS the system, but in writing

5. 500K to 1M: your first second-in-command, and the number that justifies it

6. Above 1M: training becomes an asset on the balance sheet

www.masterestaurant.com · Executive Brief - Owner leadership: before vs after with Masterestaurant Page 4 of 14

https://www.masterestaurant.com/Escalera-de-delegacion-en-restaurantes-Masterestaurant.html


a chef with media exposure, where the owner's name IS part of the product being sold. Dependency disguises
itself as value proposition there, which makes it far more dangerous, because nobody on the board wants to
name it.

The governance decision is to split the reputational asset from the operating asset: the personal brand belongs
on the menu, in the press and in product development, and it does not belong in shift execution, which answers
to an operations director with real authority over hiring and firing. An honest threshold: if sales in a month without
appearances by the principal drop more than 8%, you own a show with a kitchen attached, not a scalable
restaurant. Good hourly pay is what 37% of workers value most according to Toast (What Restaurant Workers
Want in 2025), and no celebrity aura has ever covered that difference. Above 10 million USD the owner's leader‐
ship travels through the unit manager, and that link explains most of the variance between locations. Gallup
measured it across 2.7 million workers in its engagement meta-analysis, and the finding survives any audit: the
direct boss is the dominant variable in engagement, not the corporate mission printed on the wall.

The group decision is to build a manager factory with a ready bench — two certified internal candidates per unit
— and tie it to the budget, because with a median of 44 days to fill a vacancy according to SHRM, one resigna‐
tion without a bench costs that location a full quarter of results. Picture opening three units next year without that
bench: you'll hire managers from outside, each will bring their own standard, and eighteen months later you'll
own three different restaurants under one logo. Start with the only thing you can start today: write down the ten
procedures only you correct. The object of correction changes. Under the presence model you correct people,
one by one, during the shift, and the learning walks out the door with them; under the systematized model you
correct the CURRICULUM, and the fix persists for everyone who joins later. With a 4.0% monthly quit rate in
October 2025 according to BLS JOLTS (via Paytronix, 2025), correcting people is filling a punctured bucket.

Risk relocates. Operational variance —two identical shifts producing different results— is the real ene‐
my of unit economics, because nobody can forecast labor cost on a moving base;

once training is standardized and measured, deviation narrows and the forecast becomes useful for decisions
again. The conversation with the manager changes. Without a system you ask him for commitment; with a sys‐
tem you ask him for a number: how many certified modules his roster holds, what average check spread exists
between stations, how many days the vacancy has been open against the 44-day median SHRM publishes.
Asset value changes. A group above 5 million USD that documents its service method passes a very different
operational due diligence than one that depends on its founder; the multiple notices, and financial partners ask
about it before anything else. And the relationship with the generation you hire today changes.

86% of Gen Z workers say purpose weighs on their job satisfaction according to Pierpoint, and purpose is not
communicated in an opening speech, it is communicated with a visible growth path and a boss who can explain
why things are done the way they are done.

7. Above 5M: the large-format operator and the media chef

8. Group or chain above 10M: middle management decides the result

9. What exactly changes when leadership becomes architecture?

10. What exactly changes when leadership becomes architecture — in practice

P O I N T  B Y  P O I N T
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Comparison: two models of owner leadership

HOW THE SERVICE STANDARD TRAVELS

A ·  B E F O R E  ·  P R E S E N C E - B A S E D
L E A D E R S H I P

Verbal correction during the shift, no
record, no assessment

B  ·  M A S T E R E S TA U R A N T Per-role

curriculum with modules, simulators and
auditable certification

Verdict: The system wins, and not for convenience: at a 52% annual benchmark (Chefs Bay,
2026), verbal knowledge gets erased twice a year.

RAMP SPEED FOR A NEW HIRE

A ·  B E F O R E  ·  P R E S E N C E - B A S E D
L E A D E R S H I P

3 to 5 weeks shadowing whichever
colleague is available

B  ·  M A S T E R E S TA U R A N T 10 to 14 days

with complaint, allergen and suggestive-
selling simulators

Verdict: AI-driven training takes it: every ramp week saved is labor cost you don't pay twice for
the same table.

LABOR COST PREDICTABILITY

A ·  B E F O R E  ·  P R E S E N C E - B A S E D
L E A D E R S H I P

Hostage to the month's roster and to how
much overtime coverage demanded

B  ·  M A S T E R E S TA U R A N T Bounded by

measured station spread and by an
internal bench

Verdict: The systematized model wins; without bounding operational variance, no payroll forecast
is worth deciding on.
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RETAINING THE GENERATION YOU HIRE NOW

A ·  B E F O R E  ·  P R E S E N C E - B A S E D
L E A D E R S H I P

Purpose communicated in the welcome
speech and little else

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

promotion ladder with certification
requirements per rung

Verdict: Clear edge to the second: 86% of Gen Z ties purpose to satisfaction (Pierpoint) and 19%
quits over lack of growth (Toast, 2025).

SCALABILITY AND ASSET VALUE

A ·  B E F O R E  ·  P R E S E N C E - B A S E D
L E A D E R S H I P

Opening a second location means splitting
the owner in half

B  ·  M A S T E R E S TA U R A N T Opening means

replicating a documented, auditable
method

Verdict: No tie is possible here: an operation dependent on its founder loses multiple in any
serious operational due diligence.

OWNER'S WEEKLY HOUR LOAD

A ·  B E F O R E  ·  P R E S E N C E - B A S E D
L E A D E R S H I P

60-70 hours a week, mostly reactive

B  ·  M A S T E R E S TA U R A N T 25-30 hours,

concentrated on indicators, bench and
expansion

Verdict: The system model wins, with one honest concession: the first 90 days demand MORE of
the owner's time, not less.

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 owner IS the system C O N C E N T R AT E D  R I S K

The service standard travels verbally and dies with every resignation, in a sector rotating at 52% a year
according to Chefs Bay (2026).

✕

The manager copies the owner's style without grasping the judgment behind it, so he decides
differently the moment an unforeseen case shows up.

✕

Preshift depends on whoever opens: some days it happens, some days it doesn't, and no record
survives of what was communicated.

✕

Vacancies get filled in a panic rather than from a bench, dragging along the 44-day median SHRM
reports.

✕

Operational due diligence from a buyer or a partner punishes the valuation: an operation that depends
on one person is worth less.

✕

After: the system carries the team M A S T E R E S TA U R A N T

The owner's judgment is written as a per-role curriculum, with modules, assessment and auditable
certification.

✓

Preshift goes out automated with the focus of the day, the dish to push and the indicator under watch,
identical across five locations.

✓

Simulators train objections, complaints, allergens and suggestive selling without burning real guests on
the learning curve.

✓

Gamification measures performance by station rather than by perception, exposing who actually holds
contribution margin.

✓

Scalability stops being a promise: opening a second location means replicating a system, not cloning a
founder.

✓

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

BASED LEADERSHIP

AFTER · SYSTEMATIZED LEADERSHIP

(MASTERESTAURANT)

Annual front-of-house
turnover

✕ Tracks the 52% UK sector
benchmark (Chefs Bay, 2026)
and a 4.0-4.6% monthly U.S.
quit rate (BLS JOLTS via
Paytronix, 2025)

✓ Working target: cut 12 to 18 percentage
points in 12 months by acting on the manager,
who drives 70% of engagement variance
(Gallup, meta-analysis across 2.7 million
workers)

Time to fill a vacancy ✕ 44-day median (SHRM,
Talent Acquisition
Benchmarking)

✓ Target of 20-25 days with a trained internal
bench: 19% of workers leave over lack of
growth (Toast, 2025), so the promotion ladder is
retention and recruiting at once

Hard-to-fill positions ✕ 59% of operators reported
hard-to-fill openings in 2024
(National Restaurant
Association, 2024)

✓ Target below 30% once the 60% who call
flexible scheduling essential (Toast, 2025)
actually find that flexibility in the rota

Shift absenteeism ✕ 3.2% national absence
rate in the U.S. in 2024 (U.S.
Bureau of Labor Statistics,
Absences from work 2024)

✓ Target of 1.8-2.2% with automated preshift
and named accountability by station

Ramp curve for a new server ✕ 3 to 5 weeks shadowing a
colleague, with no objective
assessment

✓ 10 to 14 days with simulators and module
certification; 86% of Gen Z needs stated
purpose to stay (Pierpoint, What Gen Z Wants
in Hospitality)

Average check from
suggestive selling

✕ Depends on which server
got the table; 20-30% spread
between best and worst on the
roster

✓ Target spread under 10% with trained
menu engineering scripts measured by station

Owner hours on the floor per
week

✕ 60-70 hours, mostly
reactive operational firefighting

✓ 25-30 hours, mostly scorecard review,
bench building and expansion

Effect on EBITDA ✕ Labor cost inflated by
coverage overtime and
recurring retraining

✓ 2 to 4 EBITDA points recovered in a 500
thousand to 1 million USD operation, through
lower turnover and higher contribution margin
per check

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 numbers behind the decision

52%
annual UK hospitality turnover, the benchmark
for how much knowledge evaporates each year

44
median time to fill a vacancy: the
hidden cost nobody books anywhere

DAY S

59%
of operators with hard-to-fill positions
in 2024, down from 70% in 2023

4.0%
monthly quit rate in U.S.
hospitality as of October 2025

86%
of Gen Z workers for whom

purpose weighs on job satisfaction

19%
of restaurant workers who quit
over lack of long-term growth

V ISUAL I ZAT ION

The numbers, visualized
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annual UK hospitality turnover, the benchmark for how much knowledge evaporates each year

52%

median time to fill a vacancy: the hidden cost nobody books anywhere

44
DAYS

of operators with hard-to-fill positions in 2024, down from 70% in 2023

59%

monthly quit rate in U.S. hospitality as of October 2025

4%

of Gen Z workers for whom purpose weighs on job satisfaction

86%

of restaurant workers who quit over lack of long-term growth

19%

Sources: Chefs Bay — UK Hospitality Staffing 2026 · SHRM — Talent Acquisition Benchmarking · National
Restaurant Association 2024 · U.S. BLS JOLTS (via Paytronix) 2025 · Pierpoint — What Gen Z Wants in Hospitality

Chart by masterestaurant.com

R E A L  C A S E

“I used to argue that my presence WAS the standard, and I was wrong about that for nearly ten years. We
were billing 2.4 million USD across three locations and my calendar said 64 hours a week, almost all of it
putting out floor fires. Once we turned the judgment into curriculum with Masterestaurant —per-role
modules, complaint and allergen simulators, automated preshift with the focus of the day— the ramp for a
new server fell from 5 weeks to 12 days, average check spread between stations closed from 27% to 9%,
and I moved down to 28 floor hours. The number that convinced me wasn't any of those: it was that the
following quarter we filled two vacancies in 18 days from inside the house, against the 44-day median
SHRM reports.”

— Owner of a three-restaurant casual dining group, 2.4 million USD annual revenue, Latin
America

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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Strategic roadmap: three phases with deliverable, timeline and metric

1 Phase 1 · Operational due diligence on leadership (days 1-30)
Deliverable: a dependency map of the owner, listing the floor decisions only he makes today,
plus the baseline for four indicators —front-of-house turnover, days to fill a vacancy,
absenteeism per shift and average check spread between stations. It gets measured against
external benchmarks rather than against last year: 52% turnover according to Chefs Bay (2026),
a 44-day median according to SHRM, 3.2% national absenteeism according to the U.S. Bureau
of Labor Statistics (2024). Success metric for the phase: 100% of critical floor decisions
classified as delegable, codifiable or non-delegable, with no more than six landing in the last
bucket. If more than six land there, the problem is not the team.

2 Phase 2 · Encode the judgment into curriculum and preshift (days 31-90)
Deliverable: the Interactive Training Kit deployed —per-role floor modules, simulators for
complaints, allergens, difficult tables and suggestive selling, station-level gamification, and
automated preshift carrying the focus of the day, the highest contribution margin dish and the
indicator under watch. There is evidence worth exploiting here: management explains most of
the engagement variance according to Gallup's meta-analysis across 2.7 million workers, so the
first curriculum you write is the MANAGER's, not the server's. Success metric: 80% of the floor
roster holding at least three certified modules, and preshift executed on 95% of shifts, with a
record.

3 Phase 3 · Governance by indicators and internal bench (days 91-180)
Deliverable: a service scorecard reviewed weekly by the manager and monthly by the owner,
plus a published promotion ladder with certification requirements per rung. This phase goes
straight at the 19% who quit over lack of growth according to Toast (2025) and the 60% who call
flexible scheduling essential in the same survey. Success metric: two internal promotions filled
without an external search, time to fill a vacancy under 25 days against SHRM's 44-day median,
and owner floor hours down to 30 per week sustained for three consecutive months.

4 Phase 4 · The scalability test (month 7 onward)
Deliverable: the system replicated in a new location or in the weakest shift of the current
operation, run by a manager who took no part in designing it. That is the only honest proof that
leadership stopped being a person. For an operation below 500 thousand USD a year, the
minimum version is a single location with two shifts and the afternoon shift as the test bed; for a
group above 10 million, it is one pilot unit per region with distinct territory risk. Success metric:
the replicated shift or location reaches 90% of the parent location's service indicators within 60
days, without the owner visiting more than once a week.

FA Q
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What does it cost NOT to act on owner leadership?

It costs your entire floor roster every year or two. With a 52% annual sector benchmark according to Chefs Bay
(2026) and a 44-day median to fill each vacancy according to SHRM, you pay recruiting, retraining, coverage
overtime and lost average check, and none of those four lines ever appears together on your P&L.

Can owner leadership actually be delegated, or is that consultant talk?

You delegate EXECUTION, never the judgment, and that distinction is the whole difference. Judgment gets
written once, turned into curriculum and assessment, and from there any trained manager applies it; what never
gets delegated is the decision about which standard you defend. Gallup, measuring 2.7 million workers, found
management explains most of the engagement variance: hence the manager's curriculum comes first.

How is this different from restaurant management courses?

A course delivers knowledge; this system delivers measured execution. Traditional restaurant management
training ends in a certificate while no floor metric moves, whereas here every module carries an assessment,
every shift carries a logged preshift and every station carries indicators. If the skills gap doesn't show up in
average check and ramp time, it never closed.

Does it work the same in a small operation as in a large group?

It works at different depths from the same first step. Below 500 thousand USD a year you deploy one location,
two shifts, three modules; between 500 thousand and 1 million the manager becomes the first curriculum; above
5 million —including celebrity-chef formats and large-format themed venues, with their own scenography
upkeep, capacity peaks and performance staff— you add per-unit corporate governance and region-specific
territory risk.

What if my problem is labor cost rather than workplace climate?

They are the same problem under two names. Labor cost inflates through coverage hours, long ramp curves
and recurring retraining, and all three drop once training is standardized; with 3.2% national absenteeism in
2024 according to the U.S. Bureau of Labor Statistics and a 4.0% monthly quit rate in October 2025 according to
BLS JOLTS (via Paytronix), the payroll you sign includes an instability premium nobody invoices separately.

Questions a board asks before approving this

D ATA  &  S O U R C E S

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

Sector data 2026 (official sources)
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Metric Benchmark 2026 Source

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

Brecha salarial regional del personal de
restaurante

>20 USD/h en Noroeste Pacífico y Norte de California vs
15 USD/h en Sureste y Medio Oeste (2024)

7shifts
2024

Restaurantes que aún programan turnos
manualmente

27% (2024)
7shifts
2024

Empleados felices que se sienten
conectados con sus compañeros

84% (2024)
7shifts
2024

Empleados que rara vez reciben
feedback positivo de la gerencia

1 de cada 5 (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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