
Restaurant Operations Manager Executive 

Brief: What a Recruiter Needs to Prove 

Multi-Unit Operating Control 

A Restaurant Operations Manager is not a stronger restaurant manager with a larger territory. At 

the senior level, the role is a control layer between unit-level execution and ownership-level 

performance. 

That distinction matters because the Restaurant Operations Manager is not judged by whether 

they can run one good restaurant. They are judged by whether they can make several restaurants, 

departments, or operating units behave more consistently without personally carrying each one. 

The role is priced by repeatability: whether labour discipline, food cost, staffing, standards, guest 

recovery, management accountability, and reporting improve across locations or across a 

complex restaurant group. 

A recruiter should not present a Restaurant Operations Manager as someone who “oversees daily 

operations.” That phrase is too small. The correct executive question is this: 

Can this operator make performance more predictable across managers, locations, dayparts, and 

cost lines? 

The market context supports why this role matters. The U.S. Bureau of Labor Statistics reports 

that food service managers had 352,800 jobs in 2024, with projected employment growth of 6 

percent from 2024 to 2034 and about 42,000 openings per year. Median annual pay was 

$65,310 in May 2024, while the top 10 percent earned more than $105,420.  

But Restaurant Operations Manager usually sits above ordinary food service management and 

closer to general and operations management. BLS defines general and operations managers 

as leaders who plan, direct, or coordinate operations, oversee multiple departments or locations, 

manage daily operations, plan materials and human resources, and usually manage through 

subordinate supervisors. The median annual wage for general and operations managers was 

$102,950 in May 2024, and O*NET’s 2024 wage summary shows the top 10 percent earning 

$239,200 or more.  

That is the compensation logic. The Restaurant Operations Manager is not being paid for 

restaurant familiarity. They are being paid because the business believes this person can control 

performance through other managers. 

Restaurant Operations Manager Labour-Market and 

Recruiter Snapshot 



Evaluation 

area 

Current statistic or market 

signal 

What it means for 

a Restaurant 

Operations 

Manager recruiter 

What the candidate 

must prove 

Food service 

manager base 

352,800 jobs in 2024; 6% 

projected growth; about 42,000 

openings per year. 

This is the feeder 

market. It includes 

many unit-level 

managers below 

operations-manager 

scope. 

Candidate must show 

they operate above 

single-unit task 

management.  

Food service 

manager pay 

Median annual wage: $65,310; 

top 10% above $105,420. 

Six figures exist in 

food service 

management, but 

not at the median. 

Candidate must prove 

upper-band authority: 

multi-unit, high-volume, 

or GM-level control.  

General and 

operations 

manager role 

definition 

BLS: plan, direct, or coordinate 

operations; oversee multiple 

departments or locations; usually 

manage through subordinate 

supervisors. 

This is the better 

role model for 

Restaurant 

Operations Manager 

searches. 

Candidate must show 

subordinate-manager 

control, policy execution, 

operating cadence, and 

cross-location 

consistency.  

General and 

operations 

manager pay 

Median annual wage: $102,950 

in May 2024. 

This confirms why 

true operations roles 

price above ordinary 

restaurant 

management. 

Candidate must show 

GM/operations-level 

scope, not only 

restaurant-floor 

competence.  

Restaurant 

industry 

pressure 

NRA’s 2026 outlook describes 

measured growth, persistent cost 

pressure, a cooling labour 

market, and cautious household 

spending challenging margins. 

Operations 

managers must 

protect margin and 

guest value across 

units. 

Candidate must show 

pricing discipline, labour 

control, cost 

management, and guest-

value protection.  

Food and 

labour 

pressure 

Restaurant365’s 2025 midyear 

report found food costs and 

recruiting/retaining staff were 

the top two concerns among 

restaurant leaders. 

The operations 

manager must 

control the two 

pressure lines 

owners worry about 

most. 

Candidate must prove 

food-cost variance 

control, staffing 

stabilization, and 

management 

accountability.  

Restaurant 

and eating-

place 

operations 

In 2023, BLS showed restaurants 

and other eating places as a high-

employment industry for general 

and operations managers, with 

154,780 employed and an annual 

mean wage of $71,570. 

Restaurant-specific 

operations roles may 

price below broad 

corporate operations 

unless scope is 

large. 

Candidate must show 

why their role belongs in 

the higher operations 

band, not the ordinary 

restaurant band.  



Evaluation 

area 

Current statistic or market 

signal 

What it means for 

a Restaurant 

Operations 

Manager recruiter 

What the candidate 

must prove 

Multi-location 

control 

BLS’s definition explicitly 

includes overseeing multiple 

departments or locations. 

Restaurant 

Operations Manager 

credibility depends 

on controlling 

through others. 

Candidate must show 

district, area, multi-unit, 

or complex-unit 

influence.  

Recruiter 

screen 

This is not a government 

statistic; it is executive-search 

logic. 

A recruiter should 

price the role by 

operating control, 

not title. 

Candidate must bring a 

scorecard: sales, labour, 

food cost, staffing, guest 

recovery, standards, 

manager performance, 

and reporting. 

Pay by Geography: Why Region Changes the Restaurant 

Operations Manager Search 

BLS does not isolate “Restaurant Operations Manager” as a single occupation. The closest 

official wage benchmark for senior operations scope is General and Operations Managers, 

while food-service-specific roles are captured under Food Service Managers. That means a 

recruiter should benchmark Restaurant Operations Manager compensation using both categories: 

food service manager pay for the restaurant-specific base, and general/operations manager pay 

for broader senior operating scope. 

Geography / 

benchmark 

Annual mean wage or 

national pay signal 
Recruiter interpretation 

National general 

and operations 

manager median 

$102,950 median annual wage 

in May 2024 

True operations roles commonly price 

around six figures when scope is real.  

National food 

service manager 

median 

$65,310 median annual wage 

in May 2024 

Ordinary food-service management is 

below the Restaurant Operations Manager 

target band.  

New Jersey 

$180,890 annual mean wage 

for general and operations 

managers in May 2023 

Strong premium operations-market signal; 

candidate must still prove restaurant-

specific scope.  

District of 

Columbia 
$174,250 annual mean wage 

High operations pay market; useful for 

corporate, institutional, hotel, restaurant-

group, and association-heavy 

environments.  

Delaware $169,020 annual mean wage 
High wage signal, but employment base is 

smaller; scope proof remains necessary.  



Geography / 

benchmark 

Annual mean wage or 

national pay signal 
Recruiter interpretation 

New York 

$165,000 annual mean wage; 

212,770 general/operations 

managers employed 

Large, high-paying market; restaurant 

operations candidates need strong proof of 

cost, labour, and multi-unit control.  

Colorado $156,210 annual mean wage 

Strong operations wage signal; useful for 

growth markets, resort markets, and multi-

unit hospitality searches.  

California 

$155,170 annual mean wage; 

273,630 general/operations 

managers employed 

Large operations market with high wage 

signal, but cost-of-living and employer 

expectations are also high.  

Texas 

$122,650 annual mean wage; 

448,530 general/operations 

managers employed 

Very large operations market; premium 

restaurant operations compensation must 

be defended through volume, unit count, 

and cost-control proof.  

Florida 

$130,720 annual mean wage; 

203,090 general/operations 

managers employed 

Large hospitality market; strong fit for 

restaurant groups, resorts, franchise 

systems, and multi-unit operators.  

Illinois 

$129,590 annual mean wage; 

182,840 general/operations 

managers employed 

Strong Midwest operations base; Chicago-

area restaurant groups and hospitality 

systems may price above unit-manager 

levels.  

The geographic lesson is not “move to the highest-paying state.” The lesson is that Restaurant 

Operations Manager pay must be defended differently by market. In lower restaurant-wage 

environments, a recruiter needs stronger evidence of multi-unit authority, annual sales volume, 

cost control, and manager development. In higher operations-wage markets, the salary may be 

easier to justify, but employers will expect stronger proof of repeatable systems, clean reporting, 

and performance lift across units. 

The Real Search Question: Can This Person Control 

Performance Without Personally Running Every 

Restaurant? 

That is the question that separates a Restaurant Operations Manager from a high-performing 

General Manager. 

A strong GM may be able to walk into one building and fix it through presence. A Restaurant 

Operations Manager has to fix behaviour through systems. They cannot be everywhere, so their 

value depends on whether their operating standards survive distance. 

A recruiter should not ask only, “How many restaurants did this person oversee?” 



That number matters, but it is incomplete. The better screen is: 

Did performance become more consistent across the restaurants? 

Did GM follow-through improve? 

Did labour variance narrow? 

Did food-cost misses become visible earlier? 

Did staffing instability improve? 

Did guest-recovery patterns become clearer? 

Did standards stop depending on who was working? 

Did weekly reporting produce decisions, or only explanations? 

Did weak managers get developed, replaced, or contained? 

Did the operator reduce ownership noise? 

That is the Restaurant Operations Manager job in plain commercial terms. The operator is not 

paid to know restaurants. They are paid to make restaurant performance less random. 

Restaurant Operations Manager Operating Scorecard 

A Restaurant Operations Manager needs more than stories. They need a scorecard that shows the 

business became easier to control. 

Control area 

What the Restaurant 

Operations Manager must 

actually do 

Benchmark / proof to 

prepare 

What a recruiter 

can sell 

Sales and traffic 

quality 

Track sales by location, 

daypart, channel, check 

average, mix, and 

promotion impact. 

Same-store sales, AUV, 

average check, traffic, 

channel mix, discount 

dependency. 

“This operator 

understands revenue 

quality, not just sales 

volume.” 

Labour control 

Standardize labour planning 

by sales band, daypart, 

service model, prep load, 

and manager cut authority. 

Labour % by unit; 

overtime hours; sales per 

labour hour; schedule 

variance; manager cut 

timing. 

“This candidate 

narrows labour 

variance across 

locations.” 

Food cost 

Review theoretical vs. 

actual, purchasing variance, 

waste, inventory, 

Food-cost target vs. actual; 

variance by unit; waste 

“This operator finds 

cost leaks before 

month-end.” 



Control area 

What the Restaurant 

Operations Manager must 

actually do 

Benchmark / proof to 

prepare 

What a recruiter 

can sell 

portioning, prep, and 

supplier issues. 

logs; inventory accuracy; 

top loss categories. 

Manager 

accountability 

Create a cadence where 

GMs own numbers, 

corrective action, staffing, 

standards, and follow-

through. 

Weekly operating review; 

action-plan close rate; 

repeated miss tracking; 

GM scorecards. 

“This candidate 

manages through 

managers, not 

around them.” 

Staffing 

stability 

Identify where turnover is 

created by hiring quality, 

onboarding, scheduling, 

manager behaviour, or 

weak training. 

Turnover by unit; 

30/60/90-day retention; 

call-off trend; bench depth; 

promotion pipeline. 

“This operator makes 

staffing less fragile.” 

Standards 

consistency 

Make line checks, 

walkthroughs, guest 

recovery, sanitation, close 

quality, and opening 

readiness comparable 

across units. 

Standards audit scores; 

repeat misses; close-

readiness score; sanitation 

results; guest complaints 

by cause. 

“This candidate turns 

standards into a 

measurable operating 

system.” 

Guest recovery 

Track complaints, comps, 

refunds, remakes, review 

themes, response time, and 

repeat failure types. 

Comp %; complaint 

categories; review trend; 

refund reasons; recovery 

cost by unit. 

“This operator 

reduces preventable 

guest-recovery 

expense.” 

Throughput 

and service flow 

Identify bottlenecks by 

station, floor, kitchen, bar, 

expo, host stand, or channel 

mix. 

Ticket times; table turns; 

wait time; online-order 

timing; remakes; expo 

errors. 

“This candidate fixes 

flow constraints 

instead of blaming 

volume.” 

Training 

systems 

Standardize GM, manager, 

hourly, and shift-lead 

training by competency, not 

exposure. 

Training matrix; 

certification completion; 

manager-readiness map; 

error reduction after 

training. 

“This operator builds 

repeatability across 

the group.” 

Financial 

reporting 

Translate restaurant data 

into concise action: what 

changed, why, what was 

corrected, and what risk 

remains. 

Weekly operating pack; 

variance report; action log; 

owner/regional summary. 

“This candidate 

communicates like 

an operator owners 

can trust.” 

Opening / 

turnaround 

support 

Diagnose new-unit or 

weak-unit failures quickly 

and stabilize labour, 

staffing, standards, and cost 

lines. 

Ramp performance; 

opening labour variance; 

training completion; first-

90-day stability; 

turnaround timeline. 

“This operator can 

enter instability and 

create order.” 



What Benchmarks Should a Senior Restaurant Operations 

Manager Know? 

A Restaurant Operations Manager does not need to memorize vanity numbers. They need to 

know which numbers expose control failure. 

Benchmark 
What the operator should 

know 
Weak answer Executive answer 

AUV / annual 

sales by unit 

Which units are high-volume, 

underperforming, volatile, or 

promotion-dependent. 

“Some stores 

are busier than 

others.” 

“Two units carry volume but 

underperform margin because 

labour and comp leakage offset 

sales.” 

Labour % by 

unit 

Whether labour is high because 

of schedule design, demand 

volatility, manager hesitation, 

prep burden, or staffing 

weakness. 

“Labour was 

high.” 

“Labour variance was 

concentrated in three stores 

because GMs delayed cuts after 

8 p.m. and prep starts were not 

tied to sales bands.” 

Food-cost 

variance 

Whether the issue is purchasing, 

waste, portioning, theft, 

inventory, yield, menu mix, or 

supplier pressure. 

“Food costs 

went up.” 

“Two units had actual-vs.-

theoretical gaps tied to portion 

drift and poor inventory 

timing.” 

Overtime 
Which roles, locations, and days 

create overtime. 

“We were 

short-staffed.” 

“Overtime was not system-

wide; it came from weak close 

coverage and management 

failure to flex prep labour.” 

Turnover 
Which locations lose staff 

fastest and at what tenure point. 

“Hiring is 

hard.” 

“The biggest turnover problem 

was 0–30 day washout at two 

locations due to inconsistent 

trainer assignment.” 

Guest 

recovery cost 

Which guest issues produce 

comps, refunds, bad reviews, or 

repeat complaints. 

“We handled 

guest issues.” 

“Comp leakage was tied to late 

escalation and repeated kitchen 

timing failures in one daypart.” 

Standards 

audit 

Which standards fail repeatedly, 

by unit and by manager. 

“We hold 

standards.” 

“Close-readiness misses 

repeated under the same two 

managers, so we changed 

handoff and accountability.” 

GM bench 

strength 

Which managers are 

promotable, stable, dependent, 

or risky. 

“We have a 

good team.” 

“Three GMs can run without 

daily support; two are strong on 

people but weak on numbers; 

one is a replacement risk.” 

Action-plan 

close rate 

Whether corrective actions 

actually close or recycle. 

“We followed 

up.” 

“The same food-cost action 

appeared three weeks in a row, 



Benchmark 
What the operator should 

know 
Weak answer Executive answer 

which meant the GM did not 

own the fix.” 

Reporting 

cadence 

Whether weekly reporting 

produces decisions. 

“We send 

reports.” 

“The operating review separates 

controllable misses, external 

pressure, corrective action, and 

unresolved risk.” 

This is the point: a Restaurant Operations Manager should not say they “improved operations.” 

They should show which variance narrowed, which behaviour changed, and which result held 

across units. 

What “Training” Means at Restaurant Operations Manager 

Level 

Training at this level is not a binder, onboarding checklist, or one-time rollout. It is a system that 

makes restaurants more consistent when senior leadership is not present. 

A Restaurant Operations Manager should be able to explain training by role, competency, 

verification, and business result. 

Training 

layer 
What must be trained 

How competency is 

verified 

What result it should 

improve 

GM training 

P&L review, labour planning, 

food-cost diagnosis, staffing 

cadence, guest recovery, 

reporting. 

GM scorecard; variance 

explanation; action-plan 

quality; weekly review 

performance. 

Better manager 

accountability and 

fewer repeated misses. 

Assistant 

manager 

training 

Shift ownership, cut timing, 

floor control, comp escalation, 

close readiness, standards. 

Shift audit; comp review; 

close score; labour 

variance by shift. 

Cleaner shifts and less 

GM dependency. 

Kitchen 

manager 

training 

Prep planning, inventory, 

waste, receiving, line checks, 

sanitation, ticket flow. 

Food-cost variance; waste 

log; line-check audit; 

ticket-time trend. 

Lower cost leakage and 

better execution. 

Service 

manager 

training 

Host flow, table pacing, 

recovery timing, staff 

deployment, guest 

communication. 

Wait time, table turns, 

complaints, recovery cost, 

review themes. 

Stronger guest 

experience and fewer 

preventable comps. 

Hourly 

trainer 

training 

Station standards, first-shift 

setup, correction method, 

documentation, check-in 

cadence. 

30/60/90-day retention; 

station certification; error 

reduction. 

Lower early turnover 

and faster productivity. 



Training 

layer 
What must be trained 

How competency is 

verified 

What result it should 

improve 

Multi-unit 

rollout 

training 

New menu, new POS, new 

SOP, new promotion, new 

labour model. 

Rollout audit; adoption 

rate; error count; sales/cost 

impact. 

Consistent 

implementation across 

locations. 

The benchmark is not whether training happened. The benchmark is whether the trained 

behaviour became visible in results. 

If GM training happened but variance explanations are still vague, the training did not work. 

If labour training happened but managers still cut late, the training did not work. 

If guest-recovery training happened but comp leakage repeats, the training did not work. 

A recruiter should ask for before-and-after evidence. 

What “Operations” Actually Means 

“Operations” is one of the most abused words in restaurant hiring. 

At senior level, it should mean the operator can convert repeated problems into a controlled 

system. 

Generic phrase What it should mean in a Restaurant Operations Manager profile 

Improved operations 
Reduced variance across units and made performance more 

predictable. 

Managed multiple 

locations 

Controlled through GMs, scorecards, cadence, and corrective-action 

accountability. 

Supported restaurants 
Diagnosed unit-level failures and changed the behaviour causing 

them. 

Ensured standards 
Measured standards, tracked repeat misses, and held managers 

accountable. 

Controlled labour 
Built labour model by sales band, daypart, prep load, and manager 

authority. 

Improved training 
Built role-specific competency systems that reduced errors or 

turnover. 

Increased profitability 
Improved controllable lines: labour, food cost, comps, waste, staffing, 

throughput. 

Led teams 
Developed managers who could execute without constant senior 

intervention. 



A candidate who cannot translate “operations” into numbers, cadence, and controlled behaviour 

is not yet easy for a recruiter to defend at six figures. 

The Hardest Part of the Role: Managing Through Managers 

The defining difficulty of Restaurant Operations Manager work is not the number of locations. It 

is indirect control. 

A unit manager can correct a shift directly. An operations manager has to create the conditions 

where the GM corrects it without being chased. 

That requires four disciplines. 

First, the operator has to define the standard clearly enough that managers cannot reinterpret it 

every week. 

Second, the operator has to measure the standard consistently enough that misses are visible. 

Third, the operator has to force corrective action to close, not recycle. 

Fourth, the operator has to know when the issue is a training gap, system flaw, staffing 

constraint, or manager capability problem. 

This is where many Restaurant Operations Manager candidates get exposed. They can describe 

what should happen, but not how they make it happen through managers. 

The best candidates can say: 

“I did not personally fix every unit. I changed the operating cadence so GMs had to own labour, 

food cost, staffing, standards, and guest recovery weekly. The biggest improvement was not one 

dramatic turnaround; it was that misses became visible earlier and corrective actions stopped 

repeating.” 

That is operations leadership. 

Recruiter Proof Sheet for Restaurant Operations Manager 

Candidates 

A Restaurant Operations Manager candidate should not approach a recruiter with only a resume. 

They need a one-page operating proof sheet. 

Proof-sheet section What to include 

Scope 
Number of units, concepts, annual sales, average unit volume, markets, 

reporting line. 



Proof-sheet section What to include 

Team 
Number of GMs, assistant managers, kitchen managers, hourly employees 

indirectly influenced. 

Labour 
Labour target, actual, variance narrowed, overtime reduction, sales per 

labour hour. 

Food cost 
Target, actual, theoretical-vs.-actual gap, waste reduction, inventory 

discipline. 

Sales quality 
Same-store sales, average check, channel mix, discount dependence, 

promotion results. 

Staffing 
Turnover, 30/60/90-day retention, bench strength, manager vacancies, 

promotion pipeline. 

Guest recovery 
Complaint categories, comp %, review trend, recovery cost, repeat 

failures. 

Standards 
Audit scores, close-readiness, sanitation, training compliance, repeat 

misses. 

Manager 

accountability 

Scorecards, weekly operating reviews, action-plan close rate, GM 

development. 

Turnaround case Weak-unit diagnosis, actions taken, timeline, result held. 

Opening / rollout 

case 

New unit, new menu, new SOP, new POS, new labour model, or new 

service standard. 

Compensation target 
Base, bonus, travel expectations, authority required, reporting 

requirements. 

This is what a recruiter needs to move the candidate into a serious Restaurant Operations 

Manager search. 

Where Restaurant Operations Managers Are Overvalued 

Some candidates are overvalued because they have covered multiple locations but never truly 

controlled them. 

They visit stores. They give feedback. They help during crises. They support GMs. They 

communicate brand standards. They write recap emails. 

But the numbers do not move. 

Labour variance stays wide. Food-cost misses repeat. Weak GMs remain weak. Guest 

complaints recycle. Staffing problems are explained but not reduced. Standards depend on who 

is present. The same action items appear every week. 

That candidate may be experienced, but they are not yet producing operations-level control. 

A recruiter should be careful with candidates who describe activity better than outcomes. 



Where Restaurant Operations Managers Are Undervalued 

Other candidates are undervalued because their work looks less dramatic. 

They do not present as rescuers. They may not have a flashy turnaround story. Their value is that 

the business becomes quieter: fewer repeated misses, cleaner reporting, stronger GM ownership, 

lower preventable overtime, better staffing cadence, tighter standards, and earlier visibility into 

risk. 

Those operators are often the best hires. 

A recruiter should look for the candidate who made leadership less reactive. In restaurant 

operations, quiet can be evidence of control. 

Executive Summary 

The Restaurant Operations Manager is priced by repeatability. The role exists because restaurant 

groups, franchise operators, hospitality companies, and multi-unit owners need performance to 

hold across managers and locations, not only inside one strong unit. 

The market data shows why this role has a six-figure case. Food service managers have a large 

employment base and top-band pay above $105,420, while general and operations managers 

have a $102,950 median wage and a top band at $239,200 or more. True Restaurant Operations 

Manager work belongs closer to the operations-management market when the candidate controls 

multi-unit performance, subordinate managers, labour, food cost, staffing, guest recovery, 

standards, and reporting. 

The recruiter case should not be built around “oversaw operations.” It should be built around 

what became more predictable. 

Labour variance narrowed. 

Food-cost misses became visible earlier. 

Managers owned corrective action. 

Staffing stabilized. 

Standards stopped drifting. 

Guest recovery became less expensive. 

Weak-unit problems were diagnosed faster. 

Owner noise decreased. 



That is the executive case for a Restaurant Operations Manager. 

The best candidate is not the one who can personally fix the most restaurants. 

The best candidate is the one who builds a system where restaurants stop needing rescue. 

Here is the Restaurant Operations Manager pay chart. This uses General and Operations 

Manager wage data as the senior benchmark because BLS does not isolate “Restaurant 

Operations Manager” as its own occupation. The restaurant-specific baseline is Food Service 

Manager, but true multi-unit operations work usually prices closer to the broader operations-

management market. BLS defines General and Operations Managers as leaders who plan, direct, 

or coordinate operations, often across multiple departments or locations and usually through 

subordinate supervisors.  

Restaurant Operations Manager pay proxy by market 

Annual mean wages for General and Operations Managers in selected high-relevance U.S. 

markets, used as a senior pay benchmark for Restaurant Operations Manager roles. 

$0$50K$100K$150K$200KNew JerseyDistrict of ColumbiaDelawareNew 

YorkColoradoCaliforniaFloridaIllinoisTexasNational medianFood service mana... 

Source: BLS OEWS May 2023, General and Operations Managers. Restaurant Operations 

Manager is not isolated as a separate BLS occupation. 

Restaurant Operations Manager Pay Chart 

Market / 

benchmark 
Annual pay signal How to use it in the article 

New Jersey 

$180,890 annual 

mean wage for 

General and 

Operations 

Managers 

Strong premium operations-market signal. A 

Restaurant Operations Manager candidate still needs 

restaurant-specific proof: unit count, AUV, labour 

control, food-cost variance, GM bench strength, and 

reporting cadence. 

District of 

Columbia 

$174,250 annual 

mean wage 

Strong urban/institutional operations signal. Useful for 

restaurant groups, hotels, contract dining, private 

clubs, corporate dining, and association-heavy 

hospitality environments. 

Delaware 
$169,020 annual 

mean wage 

High wage signal but smaller market. The recruiter 

still has to defend the candidate through scope and 

operating burden. 

New York 
$165,000 annual 

mean wage 

Large, high-pressure operating market. Strong fit for 

multi-unit restaurant groups, high-volume hospitality, 

luxury concepts, and regional operations leadership. 



Market / 

benchmark 
Annual pay signal How to use it in the article 

Colorado 
$156,210 annual 

mean wage 

Strong operations-market signal, especially for 

growth, resort, franchise, hospitality, and multi-

location restaurant environments. 

California 
$155,170 annual 

mean wage 

Large operations market with high employer 

expectations. Restaurant Operations Manager pay 

must be defended through scale, complexity, labour 

discipline, and cost control. 

Florida 
$130,720 annual 

mean wage 

Large hospitality market. Strong relevance for resorts, 

restaurant groups, franchise systems, hotels, senior 

living dining, and multi-unit operators. 

Illinois 
$129,590 annual 

mean wage 

Strong Midwest operations benchmark, especially for 

Chicago-area restaurant groups, airport dining, hotels, 

and corporate hospitality systems. 

Texas 
$122,650 annual 

mean wage 

Very large operations market. Premium restaurant 

operations compensation usually needs proof of unit 

count, annual sales, staffing scale, and cost-control 

results. 

U.S. General and 

Operations 

Manager median 

$102,950 median 

annual wage 

Best national benchmark for true Restaurant 

Operations Manager-level work because the role is 

about managing through subordinate managers across 

departments or locations.  

U.S. Food Service 

Manager median 

$65,310 median 

annual wage 

Useful floor/contrast. Ordinary food-service 

management sits below true operations-manager 

pricing, though top food service managers can exceed 

$105,420.  

Article-ready interpretation 

Restaurant Operations Manager pay should not be benchmarked only against restaurant manager 

pay. BLS lists the Food Service Manager median at $65,310, with the top 10 percent earning 

$105,420 or more, but that category includes many single-unit roles. A true Restaurant 

Operations Manager role usually requires broader authority: multiple locations, subordinate 

managers, labour models, food-cost variance, staffing systems, guest recovery, standards, and 

owner-facing reporting.  

That is why the stronger pay proxy is General and Operations Manager, where the U.S. 

median annual wage is $102,950. BLS defines that occupation around planning, directing, or 

coordinating operations across departments or locations, usually through subordinate 

supervisors, which is much closer to serious Restaurant Operations Manager work than ordinary 

food-service management.  



For a recruiter, the compensation argument is straightforward: if the candidate is only 

supervising one restaurant, use the food-service-manager market as the anchor. If the candidate 

is controlling performance across locations, GMs, cost lines, staffing systems, and operating 

standards, use the operations-manager market as the stronger benchmark. 

 


