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Executive summary
Human Resource management is core area of any organization. The organization where HR functions smoothly performs far better. HRM is broad concept where some areas are highly important and organizations give special attention to these areas in order to create competitive advantage over the rival firms.  In this report the chosen organization is McDonald which is huge organization with more presence in more than 100 countries of the world.  The organization deals with fast food and having outlets /franchises that are distributed over major countries of the world. The human resource management of McDonald is diversified, efficient and strict to abide the guidelines chalked down the higher management. There are several priority areas of HRM but the most attention demanding is organizational cultural change and development for the McDonalds. In this report the organizational culture change and development has been studied with pretext to McDonalds and various pros and cons have been discussed. Finally, conclusion and recommendations have been given in order to improve the high priority Human Resource Management area. 
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1.0 Introduction
1.1 Human Resource Management (HRM)
HRM can be explained as the efficient administration of people in corporation. HR organization helps link the gap between workers’ performance and the business’s strategic goals (Paauwe & Boselie, 2005). Furthermore, an effective HR administration team can give firms an authority over their competition. HRM is the procedure of dealing persons of an organization with a human approach. HRs strategy to manpower supports the administrator to view the individuals as an imperative resource. 
1.2 Role of HRM
One of the main tasks of a HR administrator/manager is to recruit workers. The success of the business mainly relies on the staff working. Secondly, education is a non-stop procedure and vital to improve workers’ efficiency. HR administrators are answerable for the direction and introduction of new workers, and the skilled growth of existing workers. Thirdly, effective worker relationships go a long way in improving efficiency and contribute meaningfully to the business’s success. Last but not the least role of HRM manager is dealing return and benefits. They are answerable for developing reward approaches, performance management systems and reward structures, and exchanging pay and benefit packages with potential workers (Shammot, 2014).
1.3 Impact of HRM
Morse and Popovich (2009) suggested that the impact of human aspect in any kind of co-operative endeavour cannot be over highlighted. It is a matter of mutual information that every business firm relies for its effective working not so much on its material or fiscal resources as on its pool of competent and willing human resources (HRs). The notable significance of HRM is because of its exclusive features. This is only resource which is capable to create an output more than its contribution (Michelson and Kramar, 2003).

1.4 HR Core Priority areas and their impact on Organization
The role of HRM is to plan, grow, and manage strategies and programs aimed to make quick use of the corporation’s HRs. It is that part of administration which is concerned with the persons at work and with their connection within an enterprise. Its objectives are: 

1. Organizational Cultural Change and Development 
2. Effective utilization of human resources.
3. Employee Collaboration
4. HRM priority areas 
5. Recruitment, selection and on boarding 
6. Performance management 
7. Employee engagement 
8. Managing equality, diversity and equity
9. Employee wellbeing
10. Ethics 

The core HR areas are very important and their impact on the organization is positive. For an instance if we take example of employee engagement which is very important core HR area and it has positive impact on the performance of the organization. Similarly, organizational culture change and development has positive impact on the performance of the organization depending up what kind of organizational cultural change took place. There are so many core HR areas which may be countless out of which some areas are highly important and some areas are less important. It is the organization who will decide that on which aspects it has to focus more and on which aspects it has to focus less. In this report, organization will be chosen and core HR priority area of the organization will be identified. After identification it will be elaborated that why this priority area has been taken. The chosen priority HR area will be evaluated and its current weakness in the organization will be checked. The impact of chosen HR priority area has had on the organization.
2.0 Organisational overview (McDonald’s)
McDonald’s invented in California, USA, 1954. McDonald’s business with its associates works as a food service dealer globally. “The branches of the McDonald’s work the McDonald’s cafés that offer a range of food items, soft drink, coffee, and other food and beverages”. There are over 36000restaurants in more than 100 nations and it is recognised that this huge development in more than 100nations and it is recognised that this huge development has a significant franchising system supporting it. There are more than 150,000 employees all over the world working for McDonald. Internationally, McDonald’s serves over 69million persons every day. French fries are McDonald’s main product; the restaurant sells roughly 9million pounds of fries daily and approximately 3.29billion pounds each year. It’s projected that McDonald’s sells 75burgers each second. The corporation has seen important ups and downs in its yearly returns over the past 10years, and whereas there was not much modification from 2021to2022, its 2021 incomes mark the most noteworthy development the corporation has seen throughout this time period. Development of $23.18 billion has been observed throughout the year 2022.

“McDonald’s supply the goods to most of the cafeterias where McDonald’s self-sufficiently owned and operates delivery centres, which is accepted by the corporation where the worker of restaurants is skilled very well in the storage, preparation, supervision of products and providing the best client services”. The corporation's workers consist of CEO at the top and the BOD. Under that, the corporation is distributed into separate units for example advertising, sales, finance, HRM, cafeteria and delivery. Every nation or area has separate divisions with its particular nation heads, administrators and other workers.  
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Organizational Structure of chosen Organization (MacDonald)

2.1 Human Resource Management of MacDonald
There are various leading sections working in each geographical area, every nation can have some additional branches as per its requirements. When it comes to the UK, under the CEO and BOD, subdivisions are broken into:
· Business dealings
· Promoting
· HRs
· National operations
· Area managers
· Funding
· Information
· Strategic planning
2.2 Aspects of McDonald's Organisational Culture
· “People-centricity”
· “Individual learning”
· “Organizational learning”
· “Diversity and inclusion”

McDonald's organisational culture helps individuals, knowledge and diversity which purpose to put emphasis on HR development, working effectiveness and production. The organisational culture of McDonald's prioritises worker requirements and growth. Its values reveal the importance of people in the corporation and purpose to help them which is clear as McDonald's is working in the service sector.

McDonald’s approved HRM policy affirms that diversity and inclusion are important aspects in the firm’s organizational culture. McDonald’s identifies the significance of diversity and inclusion in improving HR abilities to manage the progressively diverse market. To guarantee support for diversity and inclusion, McDonald’s organizational culture motivates workers, dealers, franchisees, and clients to give their response and occupy in expressive conversations to develop the business. “In UK McDonald’s offers a possibly most diverse work in culture. The persons come from all walks of life to McDonald’s and they share a mutual strategy i.e. a positive one”. “HIRE THE SMILE is the policy of the McDonald’s”.

2.3 Business Strategy and implementation
“The reason of the McDonald’s success is that McDonald’s executes many approaches like Porter’s model that incorporates differentiation and low cost leadership or miles n snow’s strategy typology which define prospector, defender, reactor and analyser approach”. It’s understandable that McDonald’s has to execute or select the most right approach for its success.
The most significant method of McDonald’s for keeping its important position in the marketplace has to keep the main markets at the similar time they are growing their business in the developing markets. 
2.4 Response to External Environment Change
Macdonald’s does not implement the outer environment change, they can be declining slowly and even it can be changed by the other competitors. To save their market share increasing sales and profit McDonald’s has to response the risk of the competitors. 
2.5 Organizational Cultural Change and Development as Priority Area of McDonald’s
Culture of organization is a key topic in each corporation’s life, as it limits the HRs practices and these must take the first one into attention, as a way of not being unsuccessful. On the other hand, the HR practices can generate, outline or make the culture of organization stronger (Nunes & Vala, 2007). Looking at the culture of McDonald’s, it can be categorized as a “control-oriented culture”. COC like McDonald’s can handle a large number of workers competently. The vast development that McDonald’s went by can be partially recognised to the mechanic structure of the corporation. McDonald’s regular their services to the minimum feature. Also, McDonald’s is well-known for its administrative structure, where worker jobs are high, and there is a strong line of communication (Carpenter et al., 2010). 
3.0 Main Discussion
3.1 Why Priority area selected need attention
3.2 Shortfalls and Impact on Organizational Performance 
Workers are not granted much duty and novelty comes from the top administration within the corporation. This affects the culture significantly meanwhile workers have little to no effect on the novelty of products. Because of lack in novelty the performance of the business extremely suffers. As per Hofstede’s model, the control of managerial procedures shows that McDonald’s culture is categorized by high power distance (Flamholtz et al., 2011). This shows that the distribution of power in the corporation is tilted towards the administration. Cafeterias are powerless to answer rapidly to local competitive intimidations because of the top-down management structure. 
Due to high standardisation and formalisation there are particular disadvantages to this control-oriented culture. Hierarchically structured businesses frequently have concern with the novelty of their products. For a long time, McDonald’s was competent to control the fast food business with just little novelty. McDonald’s lacks active competences because of its systematic structure. Active competences support companies to rapidly adapt to developing markets. 
This decline in income (low Performance) can be moderately attributed to the customers’ drift towards better food culture. Fast food restaurants are normally observed as unhealthy. Also, fast casual restaurants, which are serving somewhat better food for a greater price, are stealing market share of the outdated fast food restaurants. This is an additional cause for losing returns of McDonald’s.
“Standardisation and formalisation” are the building blocks of the corporation. These building blocks are mainly valuable for effectiveness and success. But, these features only are no longer up to the assignment for development in a faster-moving market. The hierarchical culture merged with the systematic structure of McDonald’s makes the corporation less flexible and limit novelty. 
3.3 Benefits after improving this priority area for organization, employee and stakeholders
McDonald’s, exhibits central leading body, showing that significant decision making is done by a small group of top-level administrators within the corporation. This evidently influences the culture because it takes away duties and power from other workers. Hierarchical cultures are normally seen as a negative effect on the firms innovation abilities, whether it is incremental or discontinuous innovation. If workers are given anatomy and expert to bring novelty then this lacking may be overwhelmed.  
Latest changes in the landscape of fastfood restaurants and growths in IT strongly influencing most businesses in the world including McDonald’s. The corporation introduced a development plan that saw some incremental invention, for example the introduction of self-ordering kiosks and McCafé. Though, it revealed no plans regarding discontinuous novelty. This caused improvement in the priority area of the organization. The change to introduce information technology culture may add value to the organization and this cultural change may be beneficial for the McDonald. 
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Adaptation of Culture Change and its positive impact on the organization (Lopes and Jordão, 2011)
4.0 Conclusions
McDonald is highly formalized and standardized organization with controlled culture and enormous number of Human Resource in almost more than 100 countries. There is clear communication channel with employees and organization practices mechanic structure. Due to standardized and formalized culture the organization is lacking in innovation.  Due to lack of innovation the organization is unsuccessful in bringing innovative products in the market and ultimately fails to resound to various cultures.  The organization culture of McDonald does not respond to changing food requirements in various parts of the world. Due to this reason people engage them more to traditional restaurants rather than going to McDonald.  This is another reason for losing revenue of McDonald’s. The power of the product, the matchless feelings and information that is linked with this business can be described by this firm structure of organizational culture. McDonald’s is the similar place for us over the years and in each nation that we go. 

5.0 Recommendations
· The “organizational culture” of McDonald’s is categorized by four main components. These contain a dedication to workers, the procedure culture, dedication to clients, and encouraging sustainability. The firm’s objective is to become the best supplier of retail food services in the business by attaining the objectives of its strategic plans. Though, the standardization created through the process culture prevents the attainment of the product and financial objectives by discouraging novelty and decreasing worker inspiration.

· First, the procedure of culture must be changed to the requirements of the workers and the industry. Particularly, job strategy must focus on improving workers’ engagement to avoid boredom. Furthermore, low-ranking workers must be allowed to take part in management procedures to facilitate novelty.

· Next, the firm must attain an optimal balance between adaptation and reliability. This will support the corporation to use its culture of dedication to clients by adapting its goods to market requirements without negotiating the nature of its brand. Lastly, the corporation must leverage its dedication to workers through improved investments in worker growth. Separately from the training and career development programs, the business must introduce diversity and mentorship programs to understand the full prospective of its workers. Diversity programs will support co-ordination by enabling the workers to increase in value and to accept their cultural changes (Cameron, 1988). 

· McDonald’s is not practically as adaptive. By distributing their business into numerous occupational units, subgroups within these corporate units can exist. The stream of power in these subunits makes it capable for these subunits to make their personal business decisions, without the requirement for higher administration. In this manner, it allows and boosts the business values, in these subunits which improve the flexibility of the corporation and the inspiration of workers. 
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Developed by Lou Groen, a McDonald' franchisee, with the goal of
|ending with the low number of clients on Fridays. This restaurant
|was located in a catholic community.

McCafe | Was created for the frst tme in Oporlo in 1994 and had an
|enomous success. It was then exported to other countries.

Kosher Food | We can fnd this specific kind o food on this company's restaurants.
in Israel, oy served and frequented by Muslims in Meca.

McDonaldsin | Speciically thinking about the Polish's habits, the restaurants in

Poland |Poland have two different menus that have diferent producis: one.

[from 6 a.m. o 10:30 a.m. and other from 10:30 a.m. 0 6 a.m.

‘Maharaja Mac | A sandwich composed of two mution pies created for McDonald's
restaurants in India where a portion of the population, for religious
reasons, does not eat bee.

Kiwi Burgers _|In New Zealand.

Besides all the standardized processes that
characterize McDonald's, it also respects the.

idiosyncrasies of each piace and tries to adapt to
the costumer's needs.
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