Illustrative example from luceria.careers: Marcus Delgado-Reyes (fictional). Every person, employer, date and figure is fictional. Replace all of it with your own, and delete this note.
Marcus Delgado-Reyes
Store Manager · 12,000 sq ft sporting-goods store · 20 team members · P&L, shrink and labor
Columbus, Ohio · 555-0142 · marcus.delgado-reyes@example.com
Profile
Store manager with three years running a 12,000 square foot sporting-goods store with 18 hourly associates and 2 assistant managers, after two years as an assistant manager in the same company. Comparable sales up 3% year over year against a district average of 1%, shrink of 1.1% against a 1.5% threshold, and hourly turnover down from 62% to 45% over two years. Looking for a higher-volume store where scheduling, hiring and inventory routines matter more, not less.
Experience
Store Manager — Fictional Summit Sports (regional sporting-goods chain), Columbus store
August 2023 – present
12,000 square foot store; 18 hourly associates and 2 assistant managers; weekly labor budget of around 620 hours.
1. Manage a 12,000 square foot sporting-goods store with 18 hourly associates and 2 assistant managers, accountable for sales, labor, shrink, scheduling and hiring.
1. Grew comparable sales 3% year over year in the latest fiscal year against a district average of 1%, with conversion up from 22% to 25% after re-setting the footwear fitting area and adding a second fitting associate on Saturdays.
1. Delivered an annual inventory result of 1.1% shrink against a 1.5% company threshold and passed all 4 quarterly loss-prevention audits, after introducing weekly cycle counts on the 50 highest-theft SKUs.
1. Reduced hourly associate turnover from 62% to 45% over two years by posting schedules two weeks ahead and adding 30-day and 90-day check-ins, promoting 3 associates to key holder or assistant manager in the same period.
1. Held the labor budget in 48 of 52 weeks in the latest fiscal year while keeping the customer survey score at 4.6 out of 5 across around 900 responses.
Assistant Store Manager — Fictional Summit Sports, Dayton store
June 2021 – August 2023
9,000 square foot store; 14 associates.
1. Ran opening and closing as manager on duty 4 to 5 days a week, including cash office, deposits and daily audits, with no unresolved cash variances across 2 annual cash-office audits.
1. Led the twice-yearly apparel floor set with a team of 6, completing both 2022 sets within the 3-day window set by the district.
Education
Associate of Applied Business, Retail Management, Fictional Community College, 2021
High school diploma, Fictional High School, 2018
Training
Leadership development program (fictional employer), 2023
First aid and CPR, 2024
Skills
P&L, labor budget and scheduling (two-week posted schedule) · Shrink control: cycle counts, physical inventory, LP audits · Hiring, onboarding and 30-day and 90-day check-ins · Comp sales, conversion and UPT coaching · Floor sets, planograms and visual standards · Cash office, deposits and daily audits · Point-of-sale and workforce-scheduling systems

Why this example is written this way
Scope comes first because every result depends on it
Square footage, headcount and labor hours tell a recruiter what size of operation the results were produced in, so they sit in the headline, the context line and the first bullet. Store volume is left off because the fictional company treats store-level sales as confidential; where your employer allows it, give the annual volume or the company's volume tier, since retail recruiters benchmark a store manager by the store before they read anything else.
Results are quoted as retail reads them, with the comparison point attached
Comp sales against the district average, shrink against the company threshold, labor as weeks met out of 52, turnover as a before-and-after. Each pairing lets a reader judge the number without asking. A 3% comp means little on its own; next to a 1% district average it is a result, and a hiring manager at a higher-volume store can translate it into their own targets. The conversion figure is tied to a specific change on the floor so it reads as something the manager did rather than something that happened.
People results are shown as retention and promotions, not leadership adjectives
'Strong people leader' is a claim; turnover and promotions are evidence. This resume gives the turnover change, the two routines that produced it (schedules posted two weeks ahead, 30-day and 90-day check-ins) and the three internal promotions. Those are the facts a district manager checks in a reference call, so they are the facts worth putting on the page, and they show the next employer that the routines will travel to a bigger store.
Compliance and safety are stated as audits passed, briefly
Loss-prevention and cash-office audits are pass-or-fail, so the resume states the count passed and moves on. A long list of policies followed would take space from results and would not distinguish one store manager from another. The assistant manager role is kept to two bullets that show manager-on-duty experience and floor sets, the two things a higher-volume store will still expect its manager to do personally when the store is short-staffed.
Bullet rewrites and the evidence behind them
Before: Managed all store operations and staff.
Evidence question: How big is the store, how many people, and what were you accountable for?
Evidence (fictional): A 12,000 square foot sporting-goods store with 18 hourly associates and 2 assistant managers; accountable for sales, labor, shrink, scheduling, hiring and the customer survey score.
After: Manage a 12,000 square foot sporting-goods store with 18 hourly associates and 2 assistant managers, accountable for sales, labor, shrink, scheduling and hiring.
Before: Reduced employee turnover.
Evidence question: From what to what, over what period, and what did you change to get there?
Evidence (fictional): Hourly associate turnover fell from 62% to 45% over two years after schedules began to be posted two weeks ahead and 30-day and 90-day check-ins were added; 3 associates were promoted to key holder or assistant manager in that time.
After: Reduced hourly associate turnover from 62% to 45% over two years by posting schedules two weeks ahead and adding 30-day and 90-day check-ins, promoting 3 associates to key holder or assistant manager in the same period.
Before: Responsible for inventory and loss prevention.
Evidence question: What was the inventory result, against what threshold, and what was your part in it?
Evidence (fictional): Annual physical inventory came in at 1.1% shrink against a company threshold of 1.5%; all 4 quarterly loss-prevention audits passed; weekly cycle counts introduced on the 50 highest-theft SKUs.
After: Delivered an annual inventory result of 1.1% shrink against a 1.5% company threshold and passed all 4 quarterly loss-prevention audits, after introducing weekly cycle counts on the 50 highest-theft SKUs.
Full explanation, transferable skills and occupation notes: https://luceria.careers/examples/store-manager-resume-example
Edition 1.0, 2026-11-04.
