2000-2010: The Operations Era and the Birth of Modern Restaurant
Management

At the turn of the millennium, the restaurant manager was the backbone of an industry
still defined by long hours, instinctive leadership, and manual processes. Restaurants were
booming across North America, but technology had yet to revolutionize daily operations.
Most decisions came down to paper schedules, pen-and-pad orders, and the gut feeling of
whoever ran the floor. The hospitality manager was expected to be a hands-on operator, a
troubleshooter, and sometimes a peacekeeper—all rolled into one.

What Did a Restaurant Manager Do in 2000?

In 2000, the job description of a restaurant manager was relatively straightforward: oversee
operations, keep the staff in line, and make sure the money balanced out at the end of the
day. The focus was tactical, not strategic. Managers didn’t analyze metrics or data—they
watched the dining room, felt the energy, and made real-time decisions.

Atypical job description looked something like this:
e Supervise and coordinate restaurant operations
e Schedule and train staff
¢ Manage food and labor costs
e Ensure customer satisfaction
¢ Enforce sanitation and safety standards

Back then, being a good manager meant being physically present and available. Managers
led by proximity—walking the floor, watching ticket times, jumping on the line, or running
food when the kitchen fell behind. Leadership was measured in stamina and authority, not
empathy or coaching ability.

Average Restaurant Manager Wages in 2000

Wages reflected the expectations of the time. The average restaurant manager salary in
2000 hovered around $32,000-$38,000 per year, depending on the size and location of the
restaurant. General managers at large franchise locations might have earned closer to
$45,000, but those jobs were rare and often required 60-70-hour workweeks.



Benefits were minimal. Paid time off, health insurance, and retirement plans were not
common in independent restaurants, and few managers negotiated for them. The general
belief was that managers paid their dues through long hours and hard work—and one day,
that experience would turn into ownership or advancement within the chain.

Staffing and Management Culture: Control, Not Coaching

The early 2000s were dominated by a control-based management model. Restaurant
leadership was hierarchical, mirroring a military chain of command. Managers issued
orders, staff followed, and discipline came swiftly when expectations weren’t met.

This model had its roots in the 1980s and 1990s, when efficiency was valued above all else.
Employee turnover was accepted as inevitable, and employee retention was not part of
the managerial vocabulary. A manager’s worth was judged by their ability to maintain order
and output—not by how long they could keep staff.

Common traits of managers in this era:

Authoritative communication style

Minimal tolerance for mistakes

Focus on output over personal growth

High stress, high turnover environments

Many restaurant management candidates came up through the ranks, promoted from
server, bartender, or cook positions. Training was informal—learning happened through
observation or trial and error. Coaching was rare. Most managers learned to “lead” the way
they had been led: through correction, pressure, and the occasional reward for perfection.

The Workforce in 2000: People Needed Jobs

The early 2000s restaurant workforce was defined by necessity, not ambition. Many
employees viewed restaurant work as temporary or transitional. Economic downturns,
fluctuating labor markets, and a lack of flexible scheduling options meant that most staff
were simply working for a paycheck.

Employee expectations were simple: stable hours and prompt pay. Few expected long-
term careers in hospitality, and the concept of work-life balance was almost nonexistent.
Managers mirrored that mentality, often sacrificing personal time and family life to meet
operational demands.



In this era, the restaurant manager wasn’t a coach or a mentor—they were a gatekeeper.
They controlled the schedule, the pay, and the workload. Those who could tolerate the
pressure stayed; those who couldn’t left quietly.

How Staffing Agencies Worked in 2000

In the early 2000s, staffing agencies for hospitality were limited and often focused on
temporary banquet or catering workers. Recruitment for restaurant management positions
happened almost entirely through word of mouth or local newspaper ads.

Owners relied on trusted networks and internal promotions to fill management positions.
Recruiters existed, but “hospitality recruiting” was still a niche service, primarily serving
hotels and large corporate chains rather than neighborhood restaurants.

How Job Interviews Worked in 2000

Job interviews were straightforward—usually a single, face-to-face meeting with the owner
or general manager. The process was informal, often taking place over coffee or during an
off-shift in the dining room. The goal was to assess reliability, personality, and availability,
not long-term potential or leadership style.

There were no behavioral questions, no personality assessments, and certainly no Zoom
interviews. Managers were hired based on availability and perceived toughness. If you
showed up on time, looked the part, and didn’t flinch at the mention of long hours, you
were hired.

Common interview questions in 2000:
e “Canyouwork nights and weekends?”
e “Have you ever managed a team before?”
e “Canyou handle a rush?”

The résumé was typically one page, formatted in Microsoft Word, and focused on duties
rather than results. Achievements like “improved revenue” or “increased retention” were
rarely mentioned, because few managers tracked those numbers.

How Restaurant Managers Were Evaluated

Performance evaluation was simple: the store either made money or it didn’t. Financial
literacy among managers was limited. Most relied on the owner or accountant to calculate
profit margins, and P&L (profit and loss) statements were seen once a month, if at all.



Turnover, training costs, and staff morale were accepted as fixed realities, not variables to
be improved. The word “culture” wasn’t part of restaurant management vocabulary.

Lessons Learned: What the 2000s Taught the Industry

The decade between 2000 and 2010 was one of hard lessons. Managers began to realize
that control-based leadership was unsustainable. Staff shortages were frequent, and
morale issues were constant. Owners began noticing that their best employees often left
for competitors—not because of pay, but because of poor communication and burnout.

Restaurants learned that operational success couldn’t rely solely on toughness and
tradition. The seeds of modern coaching-based management were planted here, born out
of exhaustion with constant turnover and inefficiency.

Best Practices That Emerged:
¢ Tracking sales and labor data became standard practice.
e Leadership training began appearing in corporate management programs.
e Chains started implementing internal mentorship systems.
e Owners started exploring hospitality recruiters to find better-quality managers.

By the end of this era, the restaurant manager job was shifting. The best managers were
no longer those who shouted the loudest—they were the ones who built loyalty,
understood the numbers, and stabilized teams.

Q&A: Common Google Questions About Restaurant Management (2000-2010)
What were restaurant manager salaries in the 2000s?

In 2000, restaurant managers earned between $32,000 and $38,000 per year, while general
managers at large chains might reach $45,000. By 2010, average pay rose to $45,000-
$50,000 as expectations increased and corporate structures expanded.

Did restaurant managers need a degree in 2000?

No. Most managers learned on the job. Experience outweighed education, though by 2010,
larger brands began preferring hospitality or business degrees.

What did restaurant managers do before technology?

They tracked everything manually—labor schedules, inventory, and sales reports.
Technology’s role was limited to basic POS systems and faxed supplier orders.



How did staffing agencies help restaurant owners in the 2000s?

Staffing agencies mainly supplied temporary or event workers, not full-time managers.
Recruitment for leadership roles remained internal or word-of-mouth until after 2010.

What was employee retention like in 2000?

Employee turnover was extremely high—averaging 100-130% annually in quick-service
restaurants. Retention strategies were almost nonexistent, as managers viewed turnover as
inevitable.

2010-2015: The Efficiency Era and the Rise of
Measurable Management

By 2010, a decade of economic turbulence and technological advancement reshaped the
restaurant management job into something far more analytical. The Great Recession
forced restaurants to cut costs, optimize scheduling, and rethink how managers impacted
profitability.

Hospitality recruiters began to emerge as key players during this time, connecting
experienced managers with corporate brands eager for efficiency.

The Changing Job Description

In 2010, the modern job posting began to take shape. Words like metrics, results, and
leadership replaced reliability and availability. Managers were now expected to be part-
operator, part-analyst.

Job Description, 2010:
e Oversee daily operations and ensure consistent quality
¢ Manage labor and food costs within budgetary goals
e Train and develop employees to deliver guest satisfaction
¢ Monitor key performance indicators (KPls)

¢ Report financial results to ownership or district management



The role required understanding both sides of the business: front-of-house guest
experience and back-of-house profitability.

Average Wage, 2010: $42,000-$48,000 per year, with potential bonuses tied to sales
growth or cost control.

How Staffing and Recruiting Evolved

This era saw the expansion of hospitality staffing agencies specializing in management
placements. Companies like Gecko Hospitality recognized a growing gap: owners needed
data-savvy leaders who could run a restaurant like a business, not just a shift.

Recruiters began screening restaurant management candidates not only for operational
competence but also for communication, cultural fit, and leadership potential. The
recruitment process grew more rigorous.

Job interviews evolved into multi-step processes. A single chat with the owner turned into:
1. Aphone or Zoom screening with a recruiter
2. Anin-person meeting with district management
3. Afinalinterview with corporate HR or ownership

Behavioral interviewing became standard, focusing on problem-solving and leadership
style.

Example questions:
e “Tell me about a time you improved team morale.”
¢ “How do you measure success beyond sales?”
o “Describe a time you had to manage underperformers.”

Resumés changed too. The one-page duty list became a metrics-driven document
showcasing quantifiable achievements—revenue growth, retention improvement, cost
reduction.

2010 - 2015: The Professionalization of the Restaurant Manager and the Beginning of
Coaching Culture

The decade following 2010 marked a fundamental redefinition of what it meantto be a
restaurant manager. The Great Recession had rattled every level of the hospitality
industry, shrinking profit margins and forcing owners to reevaluate efficiency, staffing, and



leadership. Out of that financial pressure came innovation—first in systems, then in
culture.

By 2015, the hospitality manager was no longer a reactive operator. They had become a
strategist: a professional who could read spreadsheets, interpret customer data, and still
manage a team with empathy. The job had officially crossed into the realm of business
management.

Economic Reality and Wage Growth

Between 2010 and 2015, restaurant sales in the United States climbed from roughly $580
billion to $780 billion. That 30-plus percent growth created a talent war. Managers who
could stabilize costs and control turnover suddenly became indispensable.

Average pay reflected this demand.
e Assistant Managers: $38 000 — $45 000
e General Managers: $50 000 - $60 000
e Multi-unit Managers: $65 000 — $85 000 plus bonuses

Corporate brands introduced performance incentives tied to measurable outcomes: lower
food costs, higher retention, and improved online ratings. For the first time, numbers were
inseparable from leadership.

The Rise of Analytics and KPlIs

Technology entered the kitchen—and the back office. Cloud-based POS (Point of Sale)
systems recorded not just sales but also waste, average check, and table turn time.

A manager’s daily routine expanded from walking the floor to reading dashboards.
Restaurant software could now tell you which menu item generated the highest profit
margin and which shift lost money due to over-staffing.

Common KPlIs introduced during this era:

Food Cost Percentage (Goal: < 30%)

e Labor Cost Percentage (Goal: < 33%)

e Sales Per Labor Hour (Goal: $80 - $120 depending on concept)
e Guest Satisfaction Score (Goal: 2 85%)

e Employee Turnover Rate (Goal: < 60%)



Managers who understood these numbers advanced quickly; those who didn’t were left
behind. This was also the birth of data-driven recruiting—hospitality recruiters began
assessing candidates on their ability to read and act on performance metrics.

Staffing and the Shift From Control to Coaching

The biggest cultural change of this era wasn’t technological—it was human. The workforce
changed. Millennials were entering management ranks, bringing new priorities: feedback,
growth, and balance. They didn’t respond well to command-and-control leadership. They
wanted coaching.

Restaurant owners began noticing that managers who communicated, mentored, and
supported their staff achieved lower turnover and higher productivity. The control-driven
management style of the 2000s was slowly replaced by a coaching culture focused on
empowerment.

What drove the change?

e High turnover costs: Replacing an hourly worker could cost $3 000 - $4 000; a
manager up to $10 000.

e Changing values: Younger staff wanted purpose, not just paychecks.

e Social media: Public employee reviews on Glassdoor and Indeed made toxic
workplaces visible.

e Recruitment competition: Staffing agencies started highlighting culture and
coaching style when presenting managers to clients.

Managers now needed soft skills: listening, emotional intelligence, and constructive
feedback. Coaching wasn’t just a buzzword—it became a retention tool.

Employee Retention Becomes a Financial Strategy

In 2010, turnover was still treated as a nuisance. By 2015, it was recognized as a budget
line. Restaurants began quantifying what they lost when an employee walked out.

The average annual turnover rate in hospitality hovered around 70 percent. Quick-service
concepts topped 100 percent. The financial math was unavoidable: each lost employee
cost weeks of recruitment, onboarding, and lost productivity.

Best-practice takeaways introduced 2010-2015:

1. Track turnover monthly, not annually.



2. ldentify “flight-risk” employees early—those with declining engagement or
attendance.

3. Create stay-interviews: short conversations to understand what keeps people
happy.

4. Pair new hires with mentors for their first 30 days.
5. Train managers in active listening and conflict resolution.

The term employee retention entered every job posting for managers, replacing “staff
discipline” as the mark of effective leadership.

Hospitality Recruitment Goes Professional

Between 2010 and 2015, hospitality recruiting matured into a professional service sector.
Staffing agencies specialized by vertical—restaurants, hotels, resorts—and developed
deep candidate networks.

Recruiters weren’t just filling jobs; they were matching cultures. They learned which
employers offered work-life balance, professional training, or toxic pressure—and guided
candidates accordingly.

For business owners, recruiters became strategic partners who could lower hiring risk.
They screened for coaching ability, culture fit, and long-term potential rather than just
résumé keywords.

A hospitality recruiter’s role evolved into talent advisor. Instead of “find me a manager,”
owners began saying, “find me a leader who will stay.”

The Modern Job Interview Emerges

The interview process transformed. The one-meeting handshake hire of the 2000s gave way
to multi-stage assessments. Managers were now evaluated for data literacy, leadership
style, and communication skills.

The new interview stages:
1. Initial screen (call or Zoom) with a recruiter
2. Behavioral interview with district or area manager
3. On-site interview including floor walk or mock shift

4. Final review with HR or ownership



Recruiters and HR leaders began using structured scoring systems to ensure fairness and
consistency. Zoom interviews gained traction, allowing national brands to source talent
remotely long before 2020’s video boom.

Typical new questions:
e “Howdoyou coach underperformers?”
e “Describe atime when you improved retention.”
e “How do you balance cost control with guest experience?”

Candidates soon learned that success meant preparation. Practicing behavioral answers
and gathering performance data became essential.

The Résumé Evolves From Tasks to Metrics

Resumés became proof of impact. The traditional bullet list—“Managed staff and daily
operations”—no longer impressed recruiters. By 2015, successful restaurant
management candidates presented themselves with measurable results.

Then: “Responsible for training and scheduling staff.”
Now: “Implemented cross-training program that reduced labor cost 5.2% and increased
employee retention by 18%.”

Recruiters began rejecting generic résumeés outright. Candidates were coached to include:
o KPIs (sales growth, cost reduction, retention rates)
e Tools used (POS, inventory software, labor scheduling apps)
e Team size and budget responsibility
¢ Awards and guest service scores

Hospitality recruiters helped managers transform vague descriptions into financial
narratives—turning experience into currency.

From Job Need to Career Path: The Changing Workforce Mindset

Between 2010 and 2015, the workforce shifted dramatically. Employees no longer needed
restaurant jobs—they chose them. This change in motivation transformed management
forever.

Workers wanted:

o Predictable schedules



e Growth opportunities
e Recognition for effort
e Supportive managers who cared about their lives outside work

The phrase work-life balance entered every staff meeting. Managers learned that
flexibility—allowing a server to swap shifts to attend classes or childcare—earned loyalty
far faster than strict rules ever had.

This cultural change forced owners to rethink staffing. High turnover was no longer a badge
of toughness—it was a sign of mismanagement.

Technology and the Manager’s Daily Workflow
Managers embraced new tools:
o Laborforecasting software predicted scheduling needs based on sales data.
e Online training platforms standardized onboarding.
o Guest feedback apps allowed real-time responses to complaints.
¢ Inventory tracking systems cut waste and shrinkage.

The shift from gut feeling to digital precision liberated time for coaching. Managers spent
less time counting boxes and more time developing people.

Lessons Learned 2010-2015

1. Retention is Revenue. Reducing turnover by just 10 percent boosts profit by up to 3
percent.

2. Coaching Beats Control. Teams led by coaches deliver higher guest satisfaction
and stay longer.

3. Data Demands Skill. Managers who read dashboards accurately make better
decisions and earn higher bonuses.

4. Recruiters as Partners. Hospitality recruiters save time and money by sourcing fit
and reducing bad hires.

5. Interviews as Auditions. Managers must demonstrate their skills through real
examples, not generic answers.

Q&A: Common Google Questions About Restaurant Management (2010 - 2015)



How did restaurant manager salaries change between 2010 and 2015?

Wages rose from about $45 000 to $60 000 on average as demand for skilled, data-driven
managers increased and hospitality recruiting became competitive.

What skills became most important for restaurant managers in this period?

Financial literacy, data interpretation, emotionalintelligence, and team coaching. Soft
skills were no longer optional—they became profitable.

How did hospitality staffing agencies evolve during this time?

They specialized by industry and built databases of pre-screened management talent.
Recruiters started focusing on long-term career matches rather than quick placements.

When did Zoom interviews begin in hospitality recruiting?

Around 2013-2014, early adopters began using video calls for first-round screens, reducing
travel time and speeding up hires.

What changed in the restaurant manager résumé between 2000 and 2015?

It shifted from listing tasks to quantifying results—emphasizing KPls, achievements, and
software proficiency.

2015-2020: The Manager as Strategist and
Coach

By 2015, the restaurant industry had become one of the most complex and competitive
ecosystems in North America. Consumers were dining out more frequently than ever,
restaurant concepts were multiplying, and guest expectations were shifting toward
personalization and speed.

The restaurant manager was no longer a supervisor—they were a strategist, analyst, and
cultural architect. In this era, management required balancing spreadsheets with
psychology. The businesses that thrived were led by managers who could make sense of
data, build emotionally intelligent teams, and adapt to new technologies without losing the
human touch that defined hospitality.

The Expanding Job Description



Restaurant management job postings during this period became more demanding than at
any time in history. Managers were now expected to lead through metrics and mentorship.

Typical job description, 2015-2020:

e Direct all daily operations, ensuring adherence to company standards and financial
goals.

¢ Use data analytics to forecast labor, food cost, and revenue.
¢ Develop and mentor staff through structured training and coaching.

¢ Manage guest experience across multiple digital channels, including online reviews
and delivery platforms.

¢ Drive community engagement and brand reputation.

This was the birth of the hybrid manager—someone who could juggle technology, people,
and profit simultaneously. The term “restaurant management candidate” now implied
analytical, digital, and emotional intelligence combined.

The Payoff: Wage Growth and Talent Competition

Between 2015 and 2020, wages for experienced hospitality managers climbed rapidly as
competition for top talent intensified.

e Assistant Managers: $42,000 - $50,000

e General Managers: $55,000 - $70,000

e Multi-Unit Operators: $80,000-$110,000

o Corporate Operations Directors: $100,000 - $130,000+

Recruiters noticed the shift: managers who could demonstrate measurable success in
employee retention, cost control, and leadership development were commanding
premium salaries and multiple job offers.

Hospitality recruiting firms like Gecko Hospitality built sophisticated databases to track
candidate metrics, industry performance, and hiring trends. The recruiter’s role had
matured into talent strategist—someone who could forecast market needs and align
candidates with employers seeking both skill and stability.

Hospitality Recruiting Becomes a Partnership Model

By 2018, hospitality recruitment had moved from transactional to consultative. Staffing
agencies became long-term allies for both employers and job seekers.



For restaurant owners, recruiters offered:

e Market salary benchmarking across states.

e Reduced turnover by targeting culture fit.

e Shortervacancy time for key management positions.

e Advice on employer branding and online reputation.
For restaurant management candidates, recruiters provided:

e Interview coaching and résumé optimization.

e Insightinto company culture and growth potential.

e Confidential career movement while employed.

Recruiting was no longer about filling vacancies—it was about building sustainable
leadership pipelines.

From Control to Coaching: A Cultural Revolution

Perhaps the most profound transformation in this era was the final collapse of control-
based management. Coaching became the dominant philosophy across the restaurant
world.

Managers learned that loyalty wasn’t commanded—it was earned through consistent
mentorship and authentic communication.

Characteristics of coaching-based management (2015-2020):
¢ One-on-one performance talks replaced public reprimands.

¢ Feedback became two-way; employees could critique systems and suggest
improvements.

e Mistakes became learning moments rather than disciplinary infractions.
e Career progression and internal promotion were used to retain top performers.

Restaurants began measuring manager effectiveness through retention scores and
employee surveys. Guest satisfaction was now directly correlated with staff engagement,
and engaged teams came from coached teams.

This mindset wasn’t just good ethics—it was good business. A single pointimprovementin
employee satisfaction could raise customer loyalty by 2-3 percent, translating directly to
higher sales.



The Workforce Awakens: From Job Need to Life Balance

The workforce itself evolved dramatically. Millennials were now the largest demographic in
the restaurant labor force, followed by Gen Z entering their first jobs. These groups valued
flexibility, purpose, and culture as much as pay.

Work-life balance became the central negotiation point in restaurant management jobs.
Managers and hourly employees alike demanded schedules that respected personal time.
Weekends off, four-day workweeks, and predictable shifts became recruiting advantages.

What this meant for restaurant managers:
e Scheduling became a balancing act between coverage and employee well-being.
e Managers had to master communication and empathy to maintain morale.
e Burnout prevention became part of operational planning.

The idea that “if you can’t take the heat, you don’t belong in the kitchen” was replaced by “if
we don’t manage the heat, no one will stay in the kitchen.”

The Data-Driven Restaurant Manager

Technology integration deepened further. Managers began relying on integrated POS
systems that connected sales, scheduling, and inventory into one dashboard.

Key platforms of the era:
o Toast, Aloha, and Square for sales and reporting.
e 7shifts and HotSchedules for labor management.
e Compeat and Restaurant365 for accounting and inventory.

Daily decisions were no longer instinctual—they were calculated. Forecasting tools
predicted traffic; loyalty apps tracked guest preferences; digital menus adjusted pricing
dynamically.

Managers who could read the data gained credibility and leverage in salary negotiations.
Data-literate managers were seen as essential revenue protectors, while those who
ignored analytics risked obsolescence.

Interviewing and Recruitment in the Coaching Era

Job interviews became more nuanced and multi-layered. Recruiters and owners now
prioritized emotional intelligence, adaptability, and leadership potential alongside
operational skill.



The process expanded:

1. Initial recruiter screening: evaluation of metrics, leadership tone, and digital
presence (LinkedIn optimization became a must).

2. Behavioral interview: scenario-based questioning to assess problem-solving.

3. Video interview: typically via Zoom, assessing presentation, communication clarity,
and empathy.

4. Finalinterview or practical assessment: often including role-playing team conflict
or reviewing a mock P&L statement.

The Zoom interview became normalized by 2019, not as a pandemic necessity butas a
tool for time-efficient hiring across cities and states.

Example recruiter prompts:
¢ “Show me how you’ve used data to reduce labor costs.”
o “Describe your coaching approach to turning around a struggling team.”

o “What’s your strategy for balancing operational control with work-life balance for
staff?”

These questions signaled that the era of “Tell me about yourself” was over. The interview
became a stage for demonstrating measurable leadership outcomes.

How Résumés Became Storyboards

The modern résumé now told a story of transformation. Recruiters looked for career
progression and quantifiable impact, but also for evidence of coaching culture.

Example evolution:
e 2010 Résumé: “Oversaw staff of 25 and achieved budget compliance.”

e 2020 Résumé: “Rebuilt FOH team of 25 through structured coaching, reducing
turnover 32% and improving guest satisfaction scores by 9 points.”

Soft skills had become hard data.

Candidates also began curating online profiles—Linkedln became essential for credibility.
Professional headshots, measurable achievements, and recruiter endorsements were part
of personal branding.

The New Metrics of Performance



By 2020, performance metrics expanded beyond cost and profit. Owners wanted holistic
managers who could connect financial results to human performance.

New success metrics introduced:
e Employee retention rate
e Training completion percentage
e Guest Net Promoter Score (NPS)
e Social media review rating
e Sales growth year-over-year

Recruiters tracked these figures as proof of leadership. Managers learned that their next
raise—or next job—depended on quantifying human impact as clearly as financial impact.

Staffing Agencies and the War for Talent

The late 2010s marked a severe labor shortage across hospitality, especially in urban
centers like New York, Austin, Los Angeles, and Miami. Restaurants competed aggressively
for management talent.

Staffing agencies became essential partners in this war. They maintained pipelines of
qualified candidates, negotiated compensation packages, and provided real-time salary
data to help employers remain competitive.

Recruiters began advising restaurants on employer branding—how to market themselves
as desirable workplaces. Flexible scheduling, advancement pathways, and modern
training programs became selling points.

For candidates, agencies offered confidentiality during job searches and career planning
advice. Recruiters started functioning as long-term mentors rather than one-off
matchmakers.

Training and Onboarding: The New Managerial Mandate

Employee onboarding transformed from a rushed day of orientation to a structured learning
journey.

e Training programs became modular and digital.
e Mentorship systems paired new hires with seasoned employees.

e Coaching check-ins replaced disciplinary warnings.



e Performance reviews focused on progress, not punishment.

This shift required managers to become educators. A great restaurant manager in 2020
was, in essence, a part-time life coach, part-time business strategist, and part-time HR
specialist.

The payoff was measurable. Restaurants that invested in structured onboarding reported
up to 30 percent higher retention in the first 90 days.

Cultural Diversity and Inclusion Enters the Dialogue

By 2018, the hospitality industry began taking diversity and inclusion seriously. Managers
were trained to recognize unconscious bias and ensure fair scheduling, promotion, and
training practices.

Recruiters started prioritizing inclusive leadership skills—particularly in multicultural
cities. A manager’s ability to bridge language and cultural differences became a valued
competitive edge.

Lessons Learned 2015-2020

1. Coaching Multiplies Retention. Mentored employees are three times more likely to
stay beyond a year.

2. Data Literacy Defines Success. Managers fluent in analytics outperform peers in
profitability.

3. Life Balance Retains Talent. Predictable scheduling and empathy reduce burnout
and absenteeism.

4. Recruiters Drive Career Growth. Hospitality recruiters evolved into trusted
advisors for both candidates and owners.

5. Interviews Now Test Coaching Mindset. Emotional intelligence became as
measurable as sales results.

Q&A: Common Google Questions About Restaurant Management (2015-2020)
How much did restaurant managers earn by 2020?

General managers averaged $60,000-$70,000 nationally, with multi-unit and corporate
leaders exceeding $100,000 in competitive markets such as New York, California, and
Texas.



What skills made restaurant managers stand out in this era?

Coaching, data analysis, emotionalintelligence, and financial literacy. Employers looked
for managers who could develop teams and sustain profitability simultaneously.

How did hospitality staffing agencies influence hiring?

They streamlined recruitment, introduced behavioral assessments, and focused on
cultural fit—reducing turnover and improving hiring ROl for owners.

Why did work-life balance become so important in hospitality jobs?

As younger generations entered the workforce, personal fulfillment, flexibility, and mental
health replaced survival as motivators for staying in the industry.

How did restaurant manager job interviews change?

They became structured, multi-stage, and data-based—often starting with a recruiter
screen, followed by Zoom interviews, and ending with an in-person or practical
assessment.

2020-2025: The Intelligent Manager and the Era of Emotional Resilience

When the world stopped in 2020, so did dining rooms. Yet within months, the restaurant
manager job became one of the most adaptive and essential positions in business.
Managers learned to handle crisis, reinvent service models overnight, and rebuild teams
scattered by uncertainty. What began as survival evolved into a full-scale reinvention of
hospitality management.

Between 2020 and 2025, the profession leapt forward a decade in complexity. Digital
integration, new hiring realities, and an evolved workforce changed everything—from how
managers coached to how they were recruited, interviewed, and retained.

The Economic Shock That Redefined the Role

Before 2020, the hospitality industry was expanding at record speed, generating more than
$850 billion annually in the United States. When pandemic shutdowns arrived, revenue
dropped by half in months. Managers suddenly faced responsibilities far beyond food and
service: health protocols, remote coordination, supply-chain chaos, and the emotional
welfare of employees.

By mid-2021, as restaurants reopened, demand exploded—but so did wage pressure.
Entry-level pay jumped 20-30 percent. Managers had to rebuild full teams in months while
competing with new industries offering flexibility and remote work.



Average salaries rose sharply:
e Assistant Managers: $48 000 — $55 000
e General Managers: $65 000 - $80 000
o Regional or Multi-Unit Managers: $90 000 - $130 000+

Bonuses tied to retention and guest satisfaction replaced outdated longevity pay. Managers
were rewarded not only for sales but for stabilizing people.

Hospitality Recruiting in the New Normal

Hospitality recruiters became lifelines. Traditional posting-and-pray hiring collapsed; the
best staffing agencies turned to active sourcing, digital networking, and relationship
building.

Recruiters coached burned-out candidates back into the job market, helped owners
redesign benefits, and guided both through chaotic wage inflation. The recruiter’s work
became consultative, blending HR strategy, brand marketing, and personal mentorship.

Video interviewing became universal. The three-stage process that began in 2015 became
five: recruiter screening, Zoom behavioral interview, digital personality test, panel
discussion, and in-person follow-up.

Common recruiter focus areas (2020-2025):
e Leadership under stress and crisis response
e Understanding of remote technology (delivery platforms, cloud POS)
e Coaching ability for mental health and burnout prevention
¢ Quantifiable retention and training metrics

Hospitality recruitment turned fully digital, but paradoxically more personal—recruiters
now evaluated empathy as much as expertise.

The New Workforce: Values Over Vacancies

After 2020, employees returned to work with different priorities. They didn’t want any job—
they wanted one aligned with their life. Work-life balance, psychological safety, and
schedule flexibility overtook pay as motivators for staying.

For managers, that meant shifting from control to care. Staff no longer tolerated
micromanagement. They wanted transparent communication, predictable scheduling, and
leaders who listened.



Managers who ignored these signals lost teams rapidly. Restaurants that embraced
coaching and life-balance policies built loyalty stronger than pre-pandemic wages could
buy.

Key workforce expectations 2020-2025:
¢ Flexible scheduling or 4-day weeks
e Supportive, coaching-oriented leadership
e Clear health and safety policies
o Career development through training and certification
¢ Transparencyin communication and pay

The workforce went from needing employment to negotiating alignment—forcing a
redefinition of employee retention itself. Retention was no longer about keeping bodies; it
was about nurturing belonging.

The Manager as Emotional Anchor

Managers became de facto counselors, stabilizing staff through trauma, financial stress,
and uncertainty. Emotional intelligence turned from soft skill to survival skill.

Core emotional-leadership practices:
e One-on-one check-ins focused on well-being, not just performance.
e Recognizing emotional triggers during high-stress shifts.
o Offering flexible time off after burnout periods.
e Modeling calm communication in crises.

Restaurants that adopted empathy-based coaching saw turnover drop by as much as 35
percent. Managers who ignored it faced near-constant vacancies.

Technology and the Digitally Fluent Manager

By 2023, restaurant operations were fully digitized. Cloud POS systems connected to
accounting, payroll, inventory, and online orders. Al tools forecasted staffing needs,
predicted menu profitability, and monitored online reputation in real time.

Managers became data interpreters rather than data entry clerks.

Common digital tools 2020-2025:



e Restaurant365, Toast, Revel, and Lightspeed for unified management.
e 7shifts and Deputy for smart labor scheduling.

e« Paycor and ADP for automated compliance and payroll.

e Al-driven inventory software reducing waste up to 12 percent.

Recruiters began assessing digital literacy as part of candidate evaluations. A manager’s
ability to read analytics, not just operate systems, determined hiring decisions.

Financial Accountability Reaches the Floor

Owners, scarred by years of instability, demanded fiscal transparency. Managers now
delivered weekly KPI reports directly to ownership. They learned to articulate financial
stories—why sales fluctuated, how cost of goods could be stabilized, and how retention
affected profitability.

Essential KPIs for 2025 managers:
e Labor < 30 percent of sales
e Food cost < 28 percent
e Turnover < 40 percent
e Guest satisfaction 2 90 percent
e Net profit margin = 10 percent

Managers who mastered financial communication became invaluable. Recruiters reported
that financially literate candidates earned 10-15 percent higher base pay.

How Job Interviews Changed Again

The modern interview became both digital and diagnostic. Beyond skills, employers
measured how managers thought.

Atypical 2025 interview progression:
1. Video introduction - recruiter evaluates presence and empathy.

2. Scenario interview — “Walk us through your response to a kitchen outage on a full
house Friday.”

3. Financial case study - candidate reviews a sample P&L and identifies issues.



4. Culture alignment session — discussion with future peers about management
philosophy.

5. Final owner conversation —values, growth path, and compensation structure.
Best-practice preparation for candidates:

e Prepare specific retention, coaching, and cost-saving examples.

e Demonstrate tech fluency with modern POS and labor systems.

« Reference mental-health and life-balance initiatives you’ve led.

e Betransparent about leadership lessons learned under pressure.

Hospitality recruiters encouraged candidates to practice storytelling—turning numbers
and experiences into persuasive narratives that proved impact.

The Résumé as a Business Case

By 2025, résumés resembled executive briefs. Metrics ruled: revenue growth, cost
reduction, retention improvement, and digital-integration projects.

Example modern résumé bullet:

“Implemented 7shifts predictive scheduling, reducing overtime by 14 % and improving
work-life satisfaction scores 22 % in 6 months.”

Hospitality managers learned to document not only what they did but how it benefited
owners and staff financially and culturally. Recruiters called this RO/ storytelling.

Staffing Agencies as Intelligence Networks

Top hospitality staffing agencies now operate as data hubs. They collect salary
benchmarks, retention metrics, and regional turnover trends, advising clients on realistic
expectations.

In New York and California, agencies coach employers on competitive compensation and
compliance with new labor laws. In Texas and Florida, they focus on culture marketing and
flexible scheduling to attract transient workforces.

Agencies also track soft-skill indicators. When presenting candidates, they include short
leadership summaries: “Strong coaching background; reduced turnover 40 % over two
years; excels in multi-unit labor forecasting.”

This intelligence layer turned recruitment from reactive to predictive, saving owners
thousands in mis-hires.



Training and Continuous Development

Restaurants in 2025 treat management training as investment, not expense. Learning
management systems deliver micro-lessons on finance, leadership, and compliance.

Managers schedule “learning hours” into weekly calendars. Coaching certification and
mental-health first-aid training are standard. The result: a more confident, capable
management tier ready for long-term retention.

Employee Retention as a Profit Strategy

By 2025, every sophisticated operator knows the math: keeping one employee an extra year
saves $5 000-$8 000 in turnover cost. Managers receive retention bonuses for every
quarter their team stability improves.

Retention programs now include:
¢ Transparent career ladders with time-bound promotion goals.
e Paid leadership workshops.
e Recognition programs tied to peer nominations.
o Flexible benefit structures including childcare stipends or wellness allowances.

Employee retention became the single most reliable predictor of restaurant profitability—
transforming from an HR metric into a financial KPI.

Best-Practice Takeaways 2020-2025

1. Measure People Like Profit. Retention, satisfaction, and engagement are financial
levers, not soft stats.

2. Coach, Don’t Command. Modern managers build performance through trust and
autonomy, not fear.

3. Adopt Continuous Feedback. Replace annual reviews with monthly coaching
conversations.

4. Leverage Recruiters as Advisors. Use hospitality recruitment partners for salary
data, candidate benchmarking, and culture analysis.

5. Communicate Financially. Present every improvement—training, scheduling,
culture—in ROl terms.

Lessons from Two Decades of Evolution



Between 2000 and 2025, the restaurant manager job evolved from operational command
to strategic leadership.

. . . Management
Year Defining Trait Primary Tools Pay Range
Culture
S o $32 000-$38
2000 Control Paper schedules, intuition Authoritarian 000
o Structured $42 000-$50
2010 Efficiency POS data, budgets .
supervision 000

. o Emerging coaching  $50 000-$60
2015 Professionalization Cloud systems, KPIs

culture 000
. . $60 000-$75
2020 Strategy Integrated analytics Coaching + culture 000
) Al forecasting, emotional ) $65 000-$100
2025 Intelligence . Empathy + analytics
leadership 000+

The hospitality workforce’s evolution—from employees needing work to professionals
demanding purpose—forced restaurant managers to expand beyond operations. Coaching
replaced command, empathy joined analytics, and profitability became inseparable from
culture.

Q&A: Common Google Questions About Restaurant Management (2020-2025)

Q: How did restaurant manager pay change after 2020?

A: Average salaries rose 15-25 percent nationwide as competition for leadership talent
intensified. Managers who proved high retention and digital fluency commanded six-figure
packages.

Q: What is the biggest change in restaurant management since 2000?
A: The shift from control-based supervision to coaching-based leadership, driven by
workforce expectations for respect, flexibility, and growth.

Q: How do staffing agencies help restaurants control labor costs?
A: By sourcing better-fit managers, reducing turnover, and providing market intelligence
that prevents over- or under-staffing decisions.



Q: What interview skills matter most for hospitality managers today?
A: Data storytelling, emotional intelligence, and evidence of coaching success. Candidates
should illustrate how their leadership produced measurable results.

Q: Why is employee retention now a financial KPI?
A: Because turnover costs—recruiting, onboarding, training—directly erode profit. Stable
teams drive consistent service, higher guest loyalty, and better margins.

Conclusion: The Maturation of a Profession

Across twenty-five years, restaurant management evolved from a reactive craft to an
intentional profession. The manager once defined by control is now defined by coaching;
the job once rooted in routine is now grounded in analytics and empathy.

Every development—technology, recruitment, wages, and work-life balance—points to the
same truth: hospitality is no longer a job you fall into; it’s a business you build and a culture
you lead.

The restaurant manager, once the operator behind the curtain, has become the strategic
partner at the table—balancing people, profit, and purpose in a way that ensures the
industry’s heart keeps beating for decades to come.

The Evolution of the Restaurant Manager’s
Roles: QSR, Casual Dining, and Specialty
Management

By 2025, the term restaurant manager no longer describes a single career—it covers a
constellation of specialized roles.

Where the manager of 2000 ran every part of the operation by instinct, the modern
hospitality ecosystem now contains distinct management disciplines with unique skills,
compensation tiers, and educational pathways.

The industry’s growth, diversification, and technology adoption split the classic role into
three primary paths:

1. Quick-Service and Fast-Casual (QSR) Management - efficiency and scalability.



2. Full-Service and Casual Dining Management — guest experience and brand loyalty.
3. Fine Dining and Culinary-Driven Management - precision, prestige, and culture.

Overlaying all three are specialized functions: Front-of-House Managers, Kitchen
Managers, Bar Managers, and Multi-Unit Leaders, each with its own balance of financial
accountability, staff development, and brand stewardship.

1. Quick-Service Restaurant (QSR) Managers: The Engineers of Efficiency
2000-2010: Taskmasters in Motion

At the dawn of the millennium, QSR managers were the operational backbone of brands
like McDonald’s, Burger King, and Subway.

Their days revolved around speed and consistency: hitting drive-thru times, keeping food
safe, and ensuring every location looked identical.

Average annual pay: $28 000-$35 000, often salaried with limited bonuses.
Education: High-school diploma, brand training program.

Responsibilities: hiring crew, enforcing procedures, balancing daily cash reports, and
maintaining health-code compliance.

Decision-making power was minimal—corporate dictated everything from menus to
uniforms.

2010-2015: Metrics Replace Muscle

Franchise expansion and lean-management philosophies transformed QSR leadership.
Managers became data users. They tracked Average Service Time, Drive-Thru Accuracy,
and Labor as % of Sales.

Regional recruiters sought candidates who could interpret performance dashboards and
apply corrective coaching rather than simply work longer hours.

Average pay rose to $40 000-$45 000, plus modest bonuses for hitting speed and profit
targets.

2015-2025: The Tech-Savvy Operator

Today’s QSR manager is a logistics professional.

Al-driven POS systems forecast hourly sales; mobile apps deliver loyalty data; kiosks
reduce front-counter labor.

Managers coordinate technology, marketing, and workforce planning simultaneously.



Key Responsibilities 2025:
e Optimize mobile-order flow and delivery-partner metrics.
e Coach shift leaders in labor forecasting and guest recovery.
e Use predictive analytics to control food waste.

¢ Maintain OSHA and wage-and-hour compliance across automated scheduling
systems.

Average Pay:
e Assistant Manager $45 000-$55 000
e General Manager $60 000-$75 000 + bonuses up to $20 000 for meeting profit KPIs.

Education & Skills:

Business or hospitality diplomas are now preferred.

Recruiters favor managers fluent in spreadsheets, safety law, and coaching—proving that
empathy can coexist with drive-thru efficiency.

Lesson: In QSR, time is currency. The best managers learned that motivating people is
faster than replacing them.

2. Full-Service & Casual Dining Managers: The Masters of Experience
2000-2010: The Floor General

In family and casual dining—Applebee’s, Chili’s, Olive Garden—the manager’s word was
law.

They balanced guest complaints, server schedules, and the nightly cash-out.

Success depended on charisma and stamina more than analytics.

Pay: $35 000-$45 000, small bonuses tied to sales growth.
Education: Minimal; internal promotions were common.

2010-2015: The Relationship Builder

As competition increased, these managers became retention architects.

They learned to mediate between corporate policy and local culture, cultivating regular
guests and stable teams.

Hospitality recruiters started targeting them as future general managers because they
understood community engagement.



Average pay: $50 000-$60 000, often with quarterly bonuses for guest-satisfaction and
labor goals.

Responsibilities expanded to include social-media monitoring and local marketing
partnerships.

2015-2025: The Experience Strategist

Today’s full-service manager is measured by emotional intelligence as much as profit.
They analyze online-review trends, host digital-loyalty events, and use CRM software to
personalize guest interactions.

Retention bonuses link directly to employee satisfaction surveys.

Key Duties:
e Maintain Net Promoter Score = 90 %.
e Lead coaching programs for FOH and BOH.
e Control labor = 33 % while improving engagement metrics.
e Manage technology integrations (POS + delivery + reservations).
Average Pay:
e Assistant Manager $50 000-$58 000
e General Manager $65 000-$80 000 + performance incentives up to 15 % of salary.

Education & Background:
Bachelor’s in hospitality or business preferred. Certifications (ServSafe, leadership, HR
compliance) are standard.

Lesson: The modern casual-dining manager must blend financial literacy with human
empathy—the ability to read a P&L and a person in the same conversation.

3. Fine-Dining and Culinary-Driven Managers: The Architects of Excellence
2000-2010: The Maitre D’ and the Chef

In luxury and boutique restaurants, management divided cleanly: the maitre d’ ruled the
front; the chef ruled the back.

Managers focused on etiquette, reservation books, and wine lists rather than
spreadsheets.



Average salary: $40 000-$50 000, heavily tip-supplemented.
Education: Culinary school or apprenticeship.

2010-2015: The Business of Prestige

Fine-dining began blending artistry with enterprise.
Managers needed to protect razor-thin margins while maintaining perfection.
Inventory systems tracked every ounce of truffle oil.

Pay climbed to $60 000-$80 000; top GMs in metropolitan icons surpassed $100 000.
Responsibilities expanded: event planning, marketing collaborations, and compliance with
evolving labor laws.

2015-2025: The Curator of Brand and Culture

Today'’s fine-dining manager is equal parts sommelier, marketer, and financial controller.
They handle Michelin inspections, influencer relations, and ESG initiatives (sustainability,
waste reduction).

Coaching kitchen and service staff in mental-health resilience is expected, not optional.

Key Metrics:
e Average checkvalue growth
e Guest-return rate
o Staff-retention =80 %
e Foodcost<s28%
Average Pay 2025:
e Dining Room Manager $70 000-$90 000
e General Manager $100 000-$150 000 + profit-share or equity options in top venues.

Education & Skills:
Culinary or hospitality degrees, advanced wine or beverage certifications, and leadership-
coaching training.

Lesson: In fine dining, perfection used to be plate-deep; now it extends to mental health,
inclusion, and financial sustainability.

4. Front-of-House (FOH) Managers: The Communicators



Core Responsibilities 2025:
e Lead service teams, reservation systems, and guest recovery.
e« Monitor table-turn analytics and average check size.
e Train staff on upselling and digital-payment tools.

Average Pay: $55 000-$70 000, higher in luxury markets.
Required Skills: conflict resolution, communication, tech literacy, and performance
coaching.

Recruiters increasingly evaluate FOH managers on review management—how effectively
they respond to online feedback and protect brand reputation.

Lesson: The FOH manager is no longer a host with authority; they are a brand ambassador
with data.

5. Kitchen Managers and Executive Chefs: The Operational Scientists

The kitchen manager’s transformation mirrors the industry’s evolution from intuition to
analytics.

2000-2010:
o Duties: ordering, prep control, enforcing recipes.
e Tools: clipboard, thermometer, calculator.

e Pay: $32 000-$40 000.
Turnover was high; burnout normal.

2010-2015:

¢ Digital inventory and vendor bidding platforms emerged.

¢ Food-cost management became science.

e Pay: $45 000-$55 000; chefs at high-end venues crossed $70 000.
2015-2025:

Today, kitchen managers are supply-chain analysts and leaders of sustainability programs.
They supervise automation (combi-ovens, smart fryers) and monitor food-safety loT
devices.



Key Duties:

o Controlfood cost < 28 %.

e Track waste and carbon footprint.

e Coach cooks in career growth and safety.
Average Pay: $55 000-$85 000; executive chefs $90 000-$140 000 depending on market.
Education: Culinary degrees preferred; data and HR training highly valued.

Lesson: Precision once measured knife skills; now it measures numbers.

6. Multi-Unit and Regional Managers: The Strategists

Multi-unit management exploded as chains expanded.
A regional director may oversee 5-20 restaurants, requiring mastery of finance, coaching,
and logistics.

Key Metrics:
o Aggregate profit margin
e Turnover across units
e Brand-consistency scores
e Community-impact metrics

Average Pay: $110 000-$160 000 + bonuses and vehicle allowances.
Education: Bachelor’s or MBA; leadership-coaching certifications preferred.

These roles crystallize the entire 25-year evolution: data, empathy, and foresight fused into
one.

Comparative Snapshot: Pay, Education, and Responsibility (2025)



Average
Role

Pay
QSR $60 000-
Manager $75 000
Casual $65 000-
Dining GM $80 000
Fine- $100 000-
Dining GM $150 000
FOH $55 000-
Manager $70 000
Kitchen $55 000-
Manager $85 000
Multi-Unit $110 000-
Manager $160 000

Educational Evolution

Typical
Education

Diploma/
Associate

Bachelor’s
preferred

Degree +
Certifications

Diploma/ Cert.

Culinary
Degree

Bachelor’s/
MBA

2000: On-the-job training dominated.
2010: Chains launched internal academies; ServSafe became mandatory.

Staff
Supervised

25-60

40-70

30-50

20-40

20-60

150-400
indirect

Primary Focus Key Skills

Speed &
Consistency

Guest
Experience &
Profit

Prestige &
Culture

Service &
Engagement

Production &
Cost Control

Strategy &
Profitability

Analytics,
Scheduling,
Coaching

Finance, El,
Branding

Leadership,
Sommelier, Strategy

Communication,
Reviews, POS

Supply Chain,
Safety, Coaching

Finance,
Leadership,
Analytics

2015: Hospitality degrees and certificates gained prestige; online learning appeared.

2025: Continuous education is the norm. Managers pursue micro-credentials in finance,

HR law, DEI, and emotionalintelligence.

Hospitality recruiters now verify credentials as carefully as experience, and candidates

advertise certifications to demonstrate commitment to growth.

Regional Differences in Pay and Focus (2025)

¢ New York / California: Highest wages; strong union and labor-law compliance
emphasis. GMs $85 000-$120 000+.



Florida: Heavy tourism; emphasis on seasonal staffing and bilingual coaching; GMs
$60 000-$85 000.

Texas: Expanding franchise market; focus on scalability and training systems; GMs
$65 000-$90 000.

Midwest: Lower cost of living; focus on community engagement and retention; GMs
$55 000-$75 000.

Staffing agencies tailor recruiting strategy accordingly—salary benchmarking and culture

alignment vary by geography as much as by brand.

Best-Practice Takeaways Across Roles

1.

Financial Fluency Is Universal. Whether QSR or fine dining, understanding P&L,
labor forecasting, and ROl is non-negotiable.

Coaching Replaces Command. Every management tier succeeds through
mentorship, not micromanagement.

Technology Is the New Sous-Chef. POS integration, Al scheduling, and analytics
dashboards are basic literacy.

Education Never Stops. Certifications in leadership, mental-health first aid, and
compliance elevate careers.

Recruiters Are Career Partners. Hospitality recruiting links opportunity with
capability, ensuring better fit and longer tenure.

Employee Retention Equals Profit. Managers who keep teams stable deliver higher
margins, smoother operations, and stronger guest loyalty.

Lessons Learned: Twenty-Five Years of Divergence and Unity

Divergence: Roles specialized—QSR managers became efficiency experts; kitchen
managers became scientists; fine-dining GMs became curators of culture.

Unity: Every successful manager, regardless of segment, shares three traits—
financial accountability, technological fluency, and coaching excellence.



From the first clipboard schedules of 2000 to the Al-driven forecasting of 2025, the
restaurant manager’s journey reflects the industry’s broader evolution—from survival to
sophistication.

Today, each management track—front-of-house, back-of-house, or regional—stands as a
professional discipline worthy of recognition and continuous learning.

What binds them together is not the menu or the brand but the mindset: a commitment to
people, precision, and progress that defines modern hospitality leadership.

Read More:

Restaurant Manager Job Hunting Advice

Restaurant manager Jobs and Hospitality Recruiters

Restaurant Recruitment
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