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Introduction
This is a report on McDonald’s Fast Food Restaurants which started in 1948 by two brothers in California and was franchised out by 1988 they were operating more than 35000 outlets in more than a 100 countries around the world. This report is a critical evaluation of the importance in training and development within McDonald’s.  The report will also look at how the restaurant chain supports employee satisfaction as well as business performance. The report will critically evaluate how reward makes an impact on organizational performance. It will also critically evaluate the role and importance of employee engagement. The report will look at different theories used at McDonald’s and show just how forward thinking they are as a company by carrying out surveys and questionnaires amongst staff to find out what the staff think of the rewards and how they can improve on this. Some parts of the survey suggest whilst this is good there may be areas for improvement such as the bullying, violence, and misbehaviour. The report also suggests that whilst they are doing all they can to match employee rewards with what employees want this area may need much more work and how engagement plays a pivotal role in todays society with a recent survey suggesting as many as 8 different factors and how they can affect the employees and the organisation in today’s age and workplace. 
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1. [bookmark: _Hlk68207090]Critical evaluation of the importance of training and development within McDonald’s and how it supports employee satisfaction and business performance. 

McDonald’s training is standardised mainly across the board and individuals are treated the same. The McDonald’s training route gives a clear path for recruits and is a global model. 
McDonald’s is also recognised as a training organisation where qualifications are transferable to other job roles. (Nadolny & Ryan,2015) Training and knowledge skills that are required by an individual to perform their job well given a task or job. (Armstrong,2018).  
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The model above suggests how businesses can take advantage of e -learning and give employee satisfaction. 

Vroom (1964) suggests that employee satisfaction on the job depends on the emotions of the employees toward the job role at the place of work. Job satisfaction is the key ingredient for motivation and performance of the employee.
Baah and Amoako (2011) describes that depending upon the nature of work the employee is doing if they are given responsibility and recognition this in turn would help them naturally find their personal growth within the organization. McDonald’s education benefits are one of the ways it attracts and retains employees in an industry where labour shortages are an issue.

McDonald’s suggest that they invest over £43 million every year in developing their employees and they offer structured training and they can offer nationally recognised qualifications.  So essentially McDonald’s have changed the way they are thinking about employees and have started investing in them as they have seen crew members advancing to managers and directors has started to increase. The employees are more motivated and engaged and satisfied as more rewards and benefits are added. Some of the benefits for employees are things like Each month, all employees in the top 10% of restaurants, based on mystery shopper scores, receive a bonus of 50p for each hour they have worked in a two-week period.
They also have a portal for use by employees to check work schedules holidays and payslips . Other benefits for employees also include private medical insurance after 3 years dental, eyecare, company cars for senior positions and childcare vouchers also. 
The business strategies are aligned with the objectives of training and this represents a successful initiative. The corporate goal is important for employees and creates competitive differentiation.  McDonald’s have also used Kroc’s theory to support their standards services cleanliness and values. This in turn helped them achieve better employee and customer satisfaction and a reduced rate of staff turnover.  McDonald’s training and development do not have any time limits and they have on the job training. They call this the “one best way” and it covers all areas of the business model.  Crew members are often rotated through different roles to reduce boredom and training methods are done in various ways including side by side classroom and e learning also. The purpose of all of this is to provide maximum customer satisfaction increase profit and performance whilst having engaged employees with a lower rate of staff turnover. Training and developing employees helps to boost morale and motivation levels as suggested by Helmy (2015). There is an argument that suggests by Khan, Khan and Khan (2011) that practical and theoretical knowledge and training development has a gap and Raza (2014 suggests that this does not guarantee performance in the organization even though it may be considered as training and development.  A study found however Cockroft and De Graaf (2014) that employee attitude towards customers was unusual. This may show that even though a large organisation such as the likes of McDonald’s while spending so much on training and development may have other issues within the organisation such as being overworked and on the job pressure create a negative effect suggest Jacobs (2014) and thus results in high staff turnover and creates a negative impact. The three basic levels of training are crew members and then Management Development Programme leading to Final stage of Trainee Manager.  

Suggestions to improve McDonald’s training development programmes could be to train staff every day, to provide feedback and employee suggestions to help improve the training. 
They could also make more use of e- learning as some employees of this day and age prefer online learning since the start of the pandemic this somewhat seems to be the norm. 
McDonald’s have recently started addressing these problems and issues and have decided to target to solve the soft skills problems as in QSR Magazine McDonald’s to launch new Training Initiative (August 2019). This article aims to resolve some of the Issues with McDonald’s workforce such as violence and bullying, safety is a key priority. This report highlights some of the issues working at McDonald’s and implies that training is useless if the people who are trained ignore using it. 

Some of the aspects of training suggest that whilst McDonald’s is a forward-thinking organisation, there may be need for them to get feedback from employees regularly concerning violence, misbehaviour, bullying, work pressures and even use different models of feedback including the 360-degree model. Workers fed up with the job or frustrated are less likely to perform by training given and are more likely to work better through motivation and work enthusiastically suggests Chenet et al., (2004).




2.Critical Evaluation of how reward makes an Impact on organisational performance at McDonald’s.

In a recent article by Robert Crawford titled McDonald’s Restaurants puts motivation and reward at heart of business strategy the article suggests that McDonald’s have implemented schemes to make its employees feel motivated and engaged and they have achieved an award in 2012 to that effect for best alignment of benefits to the business strategy and the reward manager agrees although they have not made changes in a few years it is an evolutionary process. 

Although McDonald’s say they feel they are doing the right thing another abstract suggests that rewards and motivation may mean different things to different people and may differ between different cultures. This suggests whilst McDonald’s do seem to be doing the things to bring the rewards in line with their business strategy it may not help employees from different cultures and therefore those employees may not see what McDonald’s see as a reward. This contradiction suggests that maybe McDonald’s should look at offering employees different awards to cross multicultural barriers as this would then in turn increase employee satisfaction. Motivation may also mean different things to different people for example for one person they may get motivated by cooking the food to perfection and getting customer feedback saying how they enjoyed the meal or on the other hand another employee may enjoy engaging with the customers and helping them make their choices as suggested by (Khan 1990).

Engagement may also play a big part in employee satisfaction on the job past surveys Gallup (2006) suggest that employees fall in to 3 main categories Engaged, Not Engaged and Actively Disengaged as below, 
[image: TABLE: The Three Types of Employees]




Engagement is key to success for both the employee and employer, this will in turn achieve both personal objectives for the employee as well as the organisational goals or objectives for the organisation thus creating a win situation. 


Some of the key factors that may affect employee engagement and in turn will affect organisational performance may include the following: 

A workplace which treats everyone with dignity and respect, leaving employees feeling valued. 

Multicultural Values are treated with respect and dignity. 
 
All employees are treated in an equal manner not dependant on their race, age colour, sex gender. 

A workforce will generally be happier and motivated if they are treated equally and are aware the benefits and rewards of the organisation are there for everyone, this will in turn create a a better working environment and better customer service and standards are likely to increase. 

This shows an employee who is aware of the rewards and is also engaged with the employer will work harder to achieve personal and organisational goals. Mullins L. (2006).

Employee Rewards and recognition are important By: Mary Jones|Published on: Oct 8, 2019
And should be used together to help improve employee satisfaction and in turn increase production levels. 

Recognition is also important as suggested by Dale Carnegie “People work for money but go the extra mile for recognition, praise and rewards”.

The difference is clear yet both parts of this are important one is Psychological and the other is financial and used together they create the right mix. 

Recognition therefore is very high up the ladder in keeping employees happy and ignoring this in business may not fare well as research from Office : Vibe  shows most employees who were not appreciated or recognised tended to leave their place of work. 












3. Importance of employee engagement at McDonald’s. 


McDonald’s have changed their strategy over the years and are now realising that engaged employees are more likely to stay with the company, connect with the brand and are great for business as a recent survey by ETS suggests. 


The survey was conducted to help McDonald’s to engage more with their employees using data from top performing restaurants and has also now has helped them to understand how to further develop employee engagement. 

They now understand that carrying out surveys, understanding staff, being more engaged will help them to understand their people better and keep them in business for longer too.

According to Herzberg satisfaction is equal to motivation as shown below. 
[image: Workplace Motivation Business PowerPoint]




McDonald’s believe in regular assessments of its staff and they use a badge system which is stars on the uniform starting from 0 stars up to 5 stars being the highest and considered a top employee.  Herzbergs theory is used at McDonald’s and they believe that employees are likely to better perform if they are happy in their working environment. Another theory also used at McDonald’s is Maslow’s theory of motivation by using his hierarchy of needs by addressing basic needs first leading up to self-actualisation, Physiological needs are met by ensuring employees are offered a free meal at work to ensure they can concentrate on their job and free uniform to help them fit in too and also ensure they pay their staff minimum wage. 
Safety is another of the factors this is where they offer sick pay, holiday pay and pension scheme. The social is classed as the higher levels of needs so feeling like you belong at McDonald’s, so they use their learning to develop their skills and to be part of a team. Self esteem is measured by employees getting regular performance reviews to check their development and performance and pay reviews. Finally, self-actualisation is described as an ongoing need to grow and discover so opportunities for development are taken by the employees to achieve promotion. 
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So, where Maslow and Herzberg differ is when we look at Vrooms theory which separates performance, effort and the outcomes. Vrooms theory within McDonald’s looks at ways of improving rewards wanted by the employees and setting up to improve helping them get what they want. In short this is a cycle where the organisation uses surveys to find out what the staff want and then by implementing this into the rewards or offers creates a more meaningful reward system in which the employees and the employer will be happy too.  This shows how forward thinking this methodology is as it uses knowledge and quest ions to create a better working environment which is more fulfilling and enjoyable keeping the workforce happier and thus creating a win - win situation for both the employee and employer. So, in effect it’s all about rewards that are linked to performance, these rewards are wanted by the colleagues as the survey suggests they will improve their performance in order to gain the rewards along with training. 






[image: Vroom Motivation Theory Assignment Help]


It  seems that these theories do overlap one another in different ways and also work in different ways but the general consensus is that the more you seem to know about your employees needs and what they value, you can then incorporate this in to the rewards system by doing a survey amongst the staff to find out what your employees value as a reward and then by offering this in to your organisation this will then increase the morale and performance of the employees as they will be working towards the organisational goals albeit unknowingly. 

Employee engagement is something that can be shaped in many ways and is generally a workplace approach for staff of an organisation who are motivated towards achieving the goals of the organisation as the rewards they will get are in line with what they also want to create the perfect spin off against each other. 

A recent survey carried out by Smarp suggest just how important employee engagement is in these turbulent times especially during the global pandemic. The report suggests that to retain some of the top talent and workers in the industry and engagement can once again mean different things. The report suggests that employee engagement is the emotional commitment the employee has to the organisation. 

The consensus of the report suggests just how important employee engagement is and how greatly it can affect an organisation some of their statistics below show this based on surveys carried out in January of 2021, so this is a very current survey to work by. 
[image: ]
The survey shows just how important and valuable employee engagement is and how those companies who simply ignore or do not take this in to consideration should now be looking at the statistics to see what sort of improvements and value you could get from incorporating this in to your organisation. 











































Conclusion 

After writing this report and evaluating it critically the general consensus report of this suggest that McDonald’s should look more deeply in to the employee satisfaction in areas of concern such as violence, bullying, misbehaviour and feedback in different ways using the 360 degree method to better improve and understand employee concerns and for employees themselves to gain a better understanding of the concerns and problems like work pressures and frustration. The report also suggests whilst McDonald’s are considered a very forward-thinking organisation it seems some areas of the business model may need improvement as it suggests. 
employee’s behaviour seems unusual.

The rewards and motivation for the employee may also mean different things as different things may be more valuable to people. There is a lot of multicultural people working at McDonald’s and again this is an area where McDonald’s need to improve by taking a broad view and getting feedback from employees to find out what it is they may consider a reward for some people this could be monetary value to others it could mean more time off to spend with the family as an example. Recognition is also highly ranked amongst employees and the suggestion here is there should be more of this within the organisation.

The final part of the report looks at employee engagement and here it seems McDonald’s are doing well and are very forward thinking in this aspect however there is always room for improvement and a recent survey shows how many different aspects of this seem to be failing the employee especially since the global pandemic has affected lots of businesses. The report generally shows that the organisational goals if they are as close as possible to the employee’s thoughts and aspirations this will then in turn increase productivity and happiness. The report suggests that data carried out by using surveys would help McDonald’s improve staff performance by gaining that knowledge of what it is that an employee actually wants in terms of work the rewards that go with it and recognition ultimately the goal for McDonald’s is to get the employee to work to the organisational goals unwittingly and unknowingly creating a win-win situation for everyone concerned but the data shows how quick trends can change and this should be a continuous procedure which should see changes for the better every time it is carried out although it may seem like a lot of work to go through all of this the benefits far outweigh the effort needed. 
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but if you love what you’re doing
and you always put the customers first,
success will be yours."
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