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programs for restaurants in Colombia
2026: turnover is not cured with a manual
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Q U I C K  V E R D I C T

The myth says a Colombian restaurant bleeds people because it pays badly; the measured
reality says something else. Only 47% of short-tenure workers name hourly pay as the
reason they left (Toast, 2023), and Shake Shack lifted employee satisfaction by 40%
through weekly meetings and 1:1s (All Gravy), without touching payroll. The lever is
STRUCTURED shift training, not a raise.
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An operator in Chapinero wrote to me in January with the wrong question: how much did he have to raise server
pay so people would stop leaving. He had spent three months replacing staff at the bar station and had
assumed, the way almost everyone assumes, that the bleeding was a money problem. We reviewed the last
eight shifts together and not one departure was about salary: two over scheduling, one over a shift leader who
shouted, two because they never learned the wine list properly and got tired of feeling stupid in front of guests.

That pattern is not my impression. Toast (2023) measured that hourly pay explains 47% of short-tenure
departures, which leaves MORE THAN HALF of the attrition in the hands of something else: the shift, the boss,
the training. And training is the only one of those three a restaurateur can redesign in four weeks without
touching prime cost.

This analysis synthesizes real public sources on wages, turnover and satisfaction in hospitality —BLS, JOLTS,
the National Restaurant Association, Toast, Fortune, ALEH V, CONASAMI— and reads them with a consultant's
judgment to answer one very concrete question Colombian restaurant groups keep asking: which training
program do I build, on what budget, and against which metric do I measure it. Diego F. Parra signs the reading;
the numbers belong to whoever published them.

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

Side-by-side comparison

INFORMAL TRAINING

(SHADOWING)

STRUCTURED PROGRAM WITH AI

SIMULATORS

Reference monthly turnover
(hospitality)

✕ 4.6% monthly quit rate in July
2025 (BLS JOLTS via Paytronix,
2025)

✓ Healthy management ceiling: 4.1%
monthly, the floor reached in May 2024
(National Restaurant Association on BLS
JOLTS, 2024)

Weight of pay in the decision
to leave

✕ 47% of short-tenure departures
are attributed to hourly pay (Toast,
2023)

✓ The remaining 53% is schedule, boss
and competence: training-program
territory (reading on Toast, 2023)

Team satisfaction after a
leadership intervention

✕ Baseline without a shift ritual: no
figure published per individual
operation

✓ +40% satisfaction with weekly
meetings and 1:1s at Shake Shack (All
Gravy)

Hourly cost of the resource
being trained (front of house)

✕ USD 14.92/hour median in food
and beverage serving, May 2024
(U.S. Bureau of Labor Statistics,
2024)

✓ USD 16.23/hour median for waiters
including tips, May 2024 (U.S. Bureau of
Labor Statistics, 2024)

Wage pressure that funds or
drowns the program

✕ Mexico minimum wage 2026:
315.04 MXN/day, +13% year over
year (CONASAMI via Start-Ops,
2026)

✓ Spanish hospitality: +6% in 2023,
+5% in 2024, +4% in 2025 under ALEH V
(Hostelería Madrid, 2024)
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INFORMAL TRAINING

(SHADOWING)

STRUCTURED PROGRAM WITH AI

SIMULATORS

Scale of the market competing
for your people

✕ 15.9 million restaurant jobs in
the U.S. in 2025 (National
Restaurant Association, 2025)

✓ USD 1.5 trillion in projected sales for
2025 (National Restaurant Association,
2025)

Declared satisfaction of the
young front-of-house segment

✕ Average UK hospitality turnover:
52% annually (Chefs Bay, 2026)

✓ 89.7% job satisfaction in table
service among Gen Z (Fortune, 2025)

Finding 1 — Do people leave a restaurant over pay?
No: hourly wages account for only 47% of short-term departures according to the Toast survey (2023),
which means MORE THAN HALF of the churn is decided on ground the owner controls without
touching payroll.

That remaining 53% lives in three very concrete places, and all three are design problems: how the shift is built,
how good the immediate supervisor is, and whether the person can do the job without being exposed in front of
a guest. When an operator in Chapinero walked me through the exits of eight consecutive shifts, none of the five
people had left over money, and two of them quit because they never learned to defend the wine list and got
tired of feeling foolish at the table. That operational embarrassment drives more turnover than any pay adjust‐
ment, and training fixes it within four weeks. The reference cost of a front-of-house hour at the U.S.

Finding 2 — What an hour of trained labor actually costs
median is USD 14.92 (U.S. Bureau of Labor Statistics, 2024), while kitchen work reaches USD 16.45 and
servers USD 16.23 in that same May 2024 measurement. Bring those figures to your Colombian committee with
a warning: they are useless for setting local salaries, and useful for calculating PROPORTIONS. Eight hours of
simulation using the real menu, a stopwatch and live guest objections represent, in any currency, roughly two
shifts of one service employee. A single bad hire burns recruiting, uniform, onboarding, two weeks of mistakes
and the tips your veterans stop earning while covering gaps. That arithmetic almost never shows up on the in‐
come statement, which is why training still looks optional when you are in fact already paying for it, just on the
wrong line. Some 89.7% of Gen Z table-service staff report job satisfaction, the highest figure among the sectors
compared by Fortune (2025), which knocks down in one stroke the story that young people despise hospitality.

Finding 3 — The number that dismantles the industry's complaint
If the craft is liked and people still leave, the craft is not the problem: whoever runs the shift is. Shake Shack
proved it with a cheap, boring intervention — weekly team meetings and one-on-one conversations with each
person — that lifted employee satisfaction by 40% according to All Gravy. Neither practice needs a training bud‐
get, a classroom or an outside vendor; they need a shift lead who can run a fifteen-minute conversation without
turning it into a scolding. In most Colombian restaurant groups we review at Masterestaurant, that is the training
link genuinely missing. My judgment is blunt and runs against common practice: the first training peso goes to
the supervisor, not to the line employee. Middle managers in a Colombian restaurant get promoted for seniority
and for strong performance on station, almost never for the ability to lead people, and nobody teaches them to
give feedback, to assign stations without punishing, or to correct in the heat of service without humiliating.

www.masterestaurant.com · Original Study - Masterestaurant analysis of staff training programs for restaurants in Colombia 2026: turnover is not cured with a manual Page 3 of 15



Finding 4 — Train the shift lead before the server
With a hospitality quit rate of 4.1% monthly in the United States in May 2024 — a fourth straight month below
5%, against a 2019 average of 4.9% per the National Restaurant Association using JOLTS data — the sector
clearly learned something after the pandemic, and what it learned was to protect the middle manager. A trained
supervisor keeps a whole team; a trained server under a bad supervisor leaves anyway, just better prepared for
your competitor. Build the program in three layers and measure it from week one. Layer one is technical and
runs four weeks: product, menu, allergens, service sequence, POS handling, closing with a hands-on assess‐
ment rather than an attendance certificate. Layer two is conversational and never ends: a fifteen-minute weekly
meeting with the full team plus a monthly one-on-one per person, exactly the mechanic that delivered Shake
Shack the 40% satisfaction gain reported by All Gravy.

Finding 5 — What program to build on a real Colombian budget
Layer three is command: a shift-lead school, two hours every fortnight, built on real cases from your own dining
room. Budget the whole thing at what you spend today replacing people, which in a sector showing 52% aver‐
age turnover in the United Kingdom per Chefs Bay (2026) tends to be far more than the owner believes. Ninety-
day retention and the average check of whoever completed the training, never hours delivered. Classroom
hours are an input and can be inflated; retention and suggestive selling are outcomes. Take the cohort that
came in during March, split it between those who passed the hands-on assessment and those who did not, and
compare at ninety days how many remain on staff and how much each group sells per table. If no gap appears,
the program is badly designed or your assessment is a fiction, and in both cases the answer is to rebuild it, not
to expand it.

Finding 6 — Which metric a training program answers to
Add a third indicator almost nobody tracks: how many of your current shift leads came out of your own trained
bench. In a sector employing 15.9 million people and moving USD 1.5 trillion in sales in the United States (Na‐
tional Restaurant Association, 2025), the internal bench is the only source of leadership that does not depend on
the labor market. Picture freezing salaries for twelve months starting tomorrow and pouring the entire planned
increase into training and scheduling. Labor cost does not move, prime cost holds, and the first consequence
stings: in month one you lose the two or three who were there purely for the money, that 47% Toast (2023) at‐
tributes to hourly pay. Month four, however, arrives with a stable roster, supervisors who run their weekly meet‐
ing unassisted, and servers able to sell a bottle without staring at the floor. That is the paradox the industry still
has not digested: paying more retains whoever stays for the money, and whoever stays for the money leaves
the moment someone pays slightly more.

Finding 7 — What if turnover were your own decision?
Training retains along a different route, slower and much harder to copy, which is the pride of knowing
how to do the work well.

This is an expert synthesis of verifiable public sources read with a consultant's criteria, not primary research with
a sample of our own. The numbers belong to whoever published them: the Bureau of Labor Statistics for median
hourly pay in food preparation and serving, with a sector median of USD 34,130 a year against USD 49,500
across all occupations in May 2024; Toast for the 47% of exits attributed to hourly wages; Fortune for the 89.7%
satisfaction among Gen Z table-service staff; All Gravy for the 40% improvement at Shake Shack. The reading
and the order of priorities are signed by Diego F. Parra at Masterestaurant, and there opinion does exist: for
years I recommended attacking the pay scale first, and I had the order wrong.
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Finding 8 — What this analysis is, and what it is not
The next action is concrete: sit down this week with your shift leads and ask them what they cannot teach.
MYTH: people leave over money. Data: hourly pay explains 47% of short-tenure departures according to Toast
(2023), which means 53% is decided in shift design and in whether the person can do the job without feeling ex‐
posed in front of the guest. MYTH: hospitality is a sector people hate. Data: 89.7% of Gen Z table-service staff
report job satisfaction according to Fortune (2025), the highest share among the sectors compared in that mea‐
surement. The trade is not the problem; the shift leader is. MYTH: training is expensive. Data: the trained front-
of-house resource costs USD 14.92 an hour at the American median (U.S. Bureau of Labor Statistics, 2024);
eight hours of simulator cost less than a single badly recruited replacement, and that replacement gets paid two
and three times a year.

Finding 9 — Myth against data: where the belief breaks
MYTH: no budget means no program. Data: Shake Shack raised team satisfaction 40% through weekly meet‐
ings and 1:1 conversations (All Gravy), two rituals that cost leader time and zero pesos of investment. MYTH:
turnover is a fate of the industry. Data: hospitality quit rate stayed four consecutive months below 5% until it
reached 4.1% in May 2024 according to the National Restaurant Association on BLS JOLTS (2024), against a
4.9% average in 2019. The whole sector improved; what did not improve were specific operations. MYTH: in‐
ternational ranges do not apply in Colombia. Data: they apply as behavior, not as an amount. When the Mexican
minimum wage rises 13% in a year (CONASAMI via Start-Ops, 2026) and the Spanish agreement locks +6%,
+5% and +4% over three years (ALEH V, 2024), the reading in Bogotá is identical: labor cost rises by decree
and productivity per shift only rises through training.

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

Benchmark: informal training against a
structured program, criterion by criterion

SPEED TO REACH PRODUCTIVITY

A ·  I N F O R M A L T R A I N I N G  ( S H A D O W I N G )

Shadowing depends on which veteran
server is available that shift and on their
mood; without a rubric, the trainee copies
the station's bad habits too.

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

delivers the same sequence to everyone
and lets you measure which shift the
person runs solo, the metric that decides
the real cost of a vacancy.

Verdict: The structured program wins, and the argument is not pedagogical but financial: at a
USD 14.92 hourly median in serving (U.S. Bureau of Labor Statistics, 2024), every extra shift on
the curve is money paid without product.
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EFFECT ON RETENTION

A ·  I N F O R M A L T R A I N I N G  ( S H A D O W I N G )

Without a shift ritual, the operation stays
exposed to the 47% of pay-driven
departures (Toast, 2023) plus all the
attrition an untrained shift leader
generates.

B  ·  M A S T E R E S TA U R A N T Weekly meetings

and 1:1s moved satisfaction 40% at Shake
Shack (All Gravy), at zero payroll cost.

Verdict: The structured program wins outright, and the cheapest part pays the most: the
leadership ritual before any software license.

IMPLEMENTATION COST IN A SINGLE LOCATION

A ·  I N F O R M A L T R A I N I N G  ( S H A D O W I N G )

Apparently zero: the veteran trains while
working, though nobody counts the tables
served worse while teaching.

B  ·  M A S T E R E S TA U R A N T It requires design

hours, a rubric and preshift discipline for
eight consecutive weeks.

Verdict: On appearances shadowing wins, and I got this wrong for years recommending it to
small operations; the hidden cost of a distracted veteran during the rush is real and never shows
up in any P&L.
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SCALABILITY TO THREE OR MORE LOCATIONS

A ·  I N F O R M A L T R A I N I N G  ( S H A D O W I N G ) It

degrades at the second location: each one
develops its own informal standard and the
brand splits.

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

content and the same rubric travel without
loss, and they let you compare quit rate
across units against the 4.1% reference
(National Restaurant Association on BLS
JOLTS, 2024).

Verdict: The structured program wins with no argument; scalability is why a restaurant group
builds one, more than the quality of the training itself.

SENSITIVITY TO RISING LABOR COST

A ·  I N F O R M A L T R A I N I N G  ( S H A D O W I N G )

When the minimum wage rises, shadowing
does not change and sales per paid hour
fall mechanically.

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

program lets you raise sales per paid hour
through average check and table turns,
absorbing the increase without cutting
headcount.

Verdict: The structured program wins, and this criterion weighs more every year: with precedents
of +13% annual increases in the Mexican minimum (CONASAMI via Start-Ops, 2026), decreed
raises are already a planning constant.
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FIT WITH THE YOUNG FRONT-OF-HOUSE PROFILE

A ·  I N F O R M A L T R A I N I N G  ( S H A D O W I N G )

Learning by observation works with
someone who already has the trade, not
with someone who arrives without any
reference for the standard.

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

based gamification fits a segment
reporting 89.7% satisfaction in table
service (Fortune, 2025) and that gets
frustrated when it cannot tell whether it is
doing well.

Verdict: The structured program wins, with one concession: badly designed gamification rewards
course hours instead of demonstrated competency, and there it returns nothing.

S I D E - B Y- S I D E  C O M PA R I S O N
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Sources and scope of the synthesis M E T H O D O L O G Y

Sources synthesized: U.S. Bureau of Labor Statistics (Occupational Outlook Handbook and Current
Employment Statistics, 2024-2025), BLS JOLTS via the National Restaurant Association and Paytronix
(2024-2025), Toast (2023), Fortune (2025), Chefs Bay (2026), All Gravy, CONASAMI via Start-Ops
(2026) and the Spanish national hospitality agreement ALEH V via Hostelería Madrid (2024).

✕

Time window: data published between 2023 and 2026, weighted toward 2024-2025 series because
those were the last closed ones at the time of writing.

✕

Selection criterion: only sources with an identifiable organization and a publication year were included;
any figure from a blog without institutional authorship was excluded, and where two sources disagreed
both were kept so you see the range instead of a comfortable average.

✕

Cross-checking: each metric was contrasted with at least one other source from the same period when
one existed, and metrics without a counterpart are flagged as single-source.

✕

Limitation 1 — geography: the most granular continuous series in the trade is American; Colombia
publishes no equivalent hospitality JOLTS, so the ranges serve as sector BEHAVIOR reference, not as
a Colombian figure.

✕

Limitation 2 — coverage: operator surveys such as Toast over-represent businesses that answer
surveys, which tend to be the ones with systems in place; informal operations are underrepresented
across all available literature.

✕

Limitation 3 — comparability: turnover is sometimes published as a monthly quit rate and sometimes
as cumulative annual turnover, and confusing the two inflates the diagnosis by a factor of ten.

✕
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Operational definitions before the scorecard M A S T E R E S TA U R A N T

Monthly quit rate: voluntary resignations in the month divided by total employment that month, as a
percentage. Layoffs are excluded.

✓

Annual turnover: replacements accumulated over twelve months over average headcount; 52%
turnover does not mean half the team left, it means 52 vacancies were filled per 100 positions.

✓

Labor cost: total payroll with benefits over net sales, as a percentage. Training lives here, which is why
it gets cut first when the month tightens.

✓

Prime cost: food cost plus labor cost over net sales; the number that decides whether the business
breathes.

✓

Food cost: ingredient cost of a dish over its selling price. The method's operating ceiling is 32% per
dish, and above that no training saves the contribution margin.

✓

Contribution margin: selling price minus the dish's direct variable cost; what remains to cover break-
even.

✓

Skills gap: the measurable distance between what the role demands and what the person executes
today, assessed by shift observation rather than self-assessment.

✓

Time to productivity: days or shifts from hire until the person runs their station unsupervised, measured
with a checklist signed by the shift leader.

✓

Average check: net sales divided by closed tickets; the metric where a well-trained suggestive selling
program shows up first.

✓

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

Side-by-side comparison

INFORMAL TRAINING

(SHADOWING)

STRUCTURED PROGRAM WITH AI

SIMULATORS

Reference monthly turnover
(hospitality)

✕ 4.6% monthly quit rate in July
2025 (BLS JOLTS via Paytronix,
2025)

✓ Healthy management ceiling: 4.1%
monthly, the floor reached in May 2024
(National Restaurant Association on BLS
JOLTS, 2024)
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INFORMAL TRAINING

(SHADOWING)

STRUCTURED PROGRAM WITH AI

SIMULATORS

Weight of pay in the decision
to leave

✕ 47% of short-tenure departures
are attributed to hourly pay (Toast,
2023)

✓ The remaining 53% is schedule, boss
and competence: training-program
territory (reading on Toast, 2023)

Team satisfaction after a
leadership intervention

✕ Baseline without a shift ritual: no
figure published per individual
operation

✓ +40% satisfaction with weekly
meetings and 1:1s at Shake Shack (All
Gravy)

Hourly cost of the resource
being trained (front of house)

✕ USD 14.92/hour median in food
and beverage serving, May 2024
(U.S. Bureau of Labor Statistics,
2024)

✓ USD 16.23/hour median for waiters
including tips, May 2024 (U.S. Bureau of
Labor Statistics, 2024)

Wage pressure that funds or
drowns the program

✕ Mexico minimum wage 2026:
315.04 MXN/day, +13% year over
year (CONASAMI via Start-Ops,
2026)

✓ Spanish hospitality: +6% in 2023,
+5% in 2024, +4% in 2025 under ALEH V
(Hostelería Madrid, 2024)

Scale of the market competing
for your people

✕ 15.9 million restaurant jobs in
the U.S. in 2025 (National
Restaurant Association, 2025)

✓ USD 1.5 trillion in projected sales for
2025 (National Restaurant Association,
2025)

Declared satisfaction of the
young front-of-house segment

✕ Average UK hospitality turnover:
52% annually (Chefs Bay, 2026)

✓ 89.7% job satisfaction in table
service among Gen Z (Fortune, 2025)

T H E  N U M B E R S  T H AT  M AT T E R

The scorecard: seven figures that govern program design

4.6%
monthly hospitality quit rate in the U.S.
(July 2025); still 4.0% in October 2025

47%
of short-tenure departures attributed to hourly
pay; the rest is shift, boss and competence

40%
increase in team satisfaction after installing

weekly meetings and 1:1s (Shake Shack)
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V ISUAL I ZAT ION

The numbers, visualized

monthly hospitality quit rate in the U.S. (July 2025); still 4.0% in October 2025

4.6%

of short-tenure departures attributed to hourly pay; the rest is shift, boss and competence

47%

increase in team satisfaction after installing weekly meetings and 1:1s (Shake Shack)

40%

job satisfaction among Gen Z table-service staff

89.7%

median hourly wage in food and beverage serving, May 2024 (waiters: 16.23)

14.92USD

average annual turnover in UK hospitality, the high end of the range

52%

Sources: U.S. BLS JOLTS (via Paytronix) 2025 · Toast survey 2023 · All Gravy — Why Gen Z Quits · Fortune — Job
satisfaction by sector 2025 · U.S. Bureau of Labor Statistics 2024

89.7%
job satisfaction among Gen Z table-service staff

14.92 USD
median hourly wage in food and beverage
serving, May 2024 (waiters: 16.23)

52%
average annual turnover in UK
hospitality, the high end of the range

15.9M
restaurant jobs in the U.S. in
2025, with USD 1.5 trillion in sales
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Chart by masterestaurant.com

R E A L  C A S E

“We lost a server every two weeks and believed it was the pay. Once we installed the nine-minute preshift
with the menu loaded into the simulator and started measuring time to productivity, a new hire went from
working solo on shift 14 to doing it on shift 6, average check rose 9% in two months, and last quarter only
two people left out of eleven in the front-of-house team. We did not raise payroll by a single peso: we
changed what the shift leader did in the first ten minutes.”

— Andrés M., operations manager of a three-restaurant group in Bogotá (Masterestaurant
consulting case)

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

How to locate yourself: three scenarios and the healthy range for each

1 Scenario A · single location, up to 12 front-of-house staff
Here the metric is time to productivity, not turnover: with small headcounts, one month with two
departures pushes annual turnover past the 52% UK reference (Chefs Bay, 2026) without that
meaning anything structural. Start with the cheap ritual that is already measured: weekly
meetings and 1:1s, the intervention that moved satisfaction 40% at Shake Shack (All Gravy).
Add a nine-minute preshift covering one competency per day and a signed station checklist.
Healthy starting range: the new hire runs the station unsupervised before shift 10. Budget: zero
pesos, leader time.

2 Scenario B · three to ten locations, in-house shift leaders
The bottleneck stops being the server and becomes the shift leader, who was almost always
promoted on seniority and never trained to lead. With labor costs rising by decree —the
Mexican minimum rose 13% in 2026 according to CONASAMI via Start-Ops, and Spanish
hospitality locked +6%, +5% and +4% in the ALEH V (2024)—, the only variable you control is
how much sales each paid hour produces. Standardize the same simulator and the same rubric
across all ten locations, measure the monthly quit rate site by site against the 4.1% the
American sector reached in May 2024 (National Restaurant Association on BLS JOLTS), and
audit the gap between your best and worst location.
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3 Scenario C · multi-unit group with a brand and a committee
At this size the program stops being training and becomes unit economics. A group competing
in a market of 15.9 million jobs and USD 1.5 trillion in sales (National Restaurant Association,
2025) does not lose people to the restaurant next door, it loses them to retail and to the delivery
app. The answer is internal certification by levels, with pay tied to a demonstrated level rather
than tenure, plus gamification measured by competency instead of course hours. Healthy range:
monthly quit rate below 4.1% in at least 70% of units, and a gap between best and worst
location under 1.5 percentage points.

4 Closing step · what to do Monday, depending on where you landed
If your monthly quit rate sits above the 4.6% of July 2025 (BLS JOLTS via Paytronix, 2025), the
problem is the shift and you attack it with a leader ritual. If it falls between 4.1% and 4.6%, the
problem is the learning curve and you attack it with a simulator. If it sits below 4.1% and average
check still will not move, the problem is not training but menu engineering, and there suggestive
selling training pays off only after the menu has been redesigned. Pick ONE of the three and
measure it for eight weeks before touching anything else.

FA Q

Questions that reach the committee when this analysis is presented

How much should a staff training program for restaurants in Colombia cost?

Less than a replacement costs. With a USD 14.92 hourly median in food and beverage serving (U.S. Bureau of
Labor Statistics, 2024) as the reference cost of the resource, eight to twelve hours of structured training per
person rarely exceed the sunk cost of a vacancy filled twice in the same half-year. Budget leader time before
software licenses.

Does management training matter more than server training?

Yes, and the data backs it: Shake Shack lifted team satisfaction 40% through weekly meetings and 1:1s (All
Gravy), a purely shift-leadership intervention. If the shift leader cannot lead, the best service course evaporates
in the first rush hour. Start with shift leadership and work downward.

How do I measure whether the program works without waiting a year?

With two eight-week metrics: time to productivity, meaning which shift the person runs solo with a signed
checklist, and monthly quit rate against the 4.1% the American sector reached in May 2024 (National Restaurant
Association on BLS JOLTS). Average check is the third one, but it moves slower because it also depends on
the menu.
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Do AI simulators and gamification work, or are they a fad?

They work where repetition is measurable: menu, allergens, service sequence, complaint handling. They do
not replace the 1:1 conversation, which is precisely what moved satisfaction 40% in the Shake Shack case
(All Gravy). Use them to shorten the curve on the memorizable part and free the shift leader for what only a
human does.

Is the Colombian skills gap different from what international sources show?

In magnitude yes, in nature no. Colombia publishes no hospitality JOLTS, so BLS and Toast ranges serve as
sector behavior rather than a local figure. The recurring pattern is identical: 47% of short-tenure departures are
explained by pay (Toast, 2023) and everything else is shift, boss and competence.

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

Trabajadores de restaurante que valoran más un horario
flexible

35%
Toast — What Restaurant Workers
Want in 2025

Trabajadores que dicen que los horarios flexibles son
esenciales para su satisfacción

más del 60%
Toast — What Restaurant Workers
Want in 2025

Rotación de restaurante causada por problemas con la
paga por hora

33%
Toast — What Restaurant Workers
Want in 2025

Rotación de restaurante causada por gerentes difíciles 30%
Toast — What Restaurant Workers
Want in 2025

Trabajadores que citan la falta de crecimiento a largo plazo
como principal molestia

19%
Toast — What Restaurant Workers
Want in 2025

Horas semanales que un gerente dedica a crear el horario
del equipo

2,64
horas/semana

Toast — What Restaurant Workers
Want in 2025

www.masterestaurant.com · Original Study - Masterestaurant analysis of staff training programs for restaurants in Colombia 2026: turnover is not cured with a manual Page 15 of 15

https://pos.toasttab.com/blog/data/restaurant-employee-insights
https://pos.toasttab.com/blog/data/restaurant-employee-insights
https://pos.toasttab.com/blog/data/restaurant-employee-insights
https://pos.toasttab.com/blog/data/restaurant-employee-insights
https://pos.toasttab.com/blog/data/restaurant-employee-insights
https://pos.toasttab.com/blog/data/restaurant-employee-insights
https://pos.toasttab.com/blog/data/restaurant-employee-insights
https://pos.toasttab.com/blog/data/restaurant-employee-insights
https://pos.toasttab.com/blog/data/restaurant-employee-insights
https://pos.toasttab.com/blog/data/restaurant-employee-insights
https://pos.toasttab.com/blog/data/restaurant-employee-insights
https://pos.toasttab.com/blog/data/restaurant-employee-insights

