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Restaurant Case Study 
 

In 2014, a restaurant chain with 50K+ employees worldwide reached out to Stanton Adams to address 
their challenges with recruiting and retaining top talent. Specifically, they identified a shortfall of 3K 
managers over the next five years. After working with several consulting firms, they were frustrated 
and unsure of how to secure the human capital that their business growth demanded.  

Assess 

In our initial assessment, we identified: 

1. Underutilized talent within their current workforce capable of filling the management 
pipeline.  

2. Unconscious biases during the selection process: Although many of the front-line workers 
were women, less than 10% of them rose to the ranks of management. And while the male-
majority hiring managers were largely supportive of women moving into leadership roles, their 
beliefs were standing in the way of identifying the potential in female management candidates. 
Through survey data and interviews, male hiring managers revealed “women are not 
interested in management positions because the role required long, late hours that 
were not conducive to caring for children” and “many female candidates did not 
possess the aggressive leadership-style needed to drive sales”. In identifying these 
beliefs, it became clear why female candidates were often overlooked or dismissed as viable 
talent.  

3. Many hiring managers had only experienced one-style of leadership from their own manager 
or mentor. As a result, they were making the unconscious assumptions that being aggressive 
was a necessary characteristic of successful leadership.  

Develop Strategy 

1. Strengthen leadership development programs to address gaps within the talent pipeline. 
2. Train hiring managers to help them identify potential in different “packages”. 
3. Coach hiring managers to recognize the value of different leadership styles. 

Implement 

1. Through training, hiring managers were exposed to best practices used by similar companies 
with higher percentages of female leadership. 

2. Through additional presentations of real-time data, hiring managers learned directly from the 
female workforce that child-rearing was not a true barrier. A majority of women stated that 
they were already working long hours as wait staff and hosts. Most eye-opening was 
that women believed management roles would provide more predictability in their 
schedule and a better income in which to provide for their families.  

 
This is just one example of how we partner with our clients to leverage diversity as a competitive 
advantage. 

Within two years after implementation, the organization was on their way to internally developing 
the talent they needed. Women were progressing to higher levels of leadership and the talent 
pipeline increased by 20%. 

 


