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Investigating Employee Well-being and Its Impact on Organisational Performance
in the Fast-Food Industry: A Case Study of McDonald's Birmingham.

Employee well-being within the fast-food industry is crucial in matters that deal with high turnover rates, stress at work, and burnout, which greatly affect business. McDonald's is a restaurant chain of fast-food restaurants worldwide and has problems concerning staff satisfaction and performance, particularly in its Birmingham branch. It is linked to the stress levels, dissatisfaction, intentions to leave, and the service quality is low. The paper analyses the relationship among the welfare of the workers, organisational performance in terms of job stress, burnout, and pay in McDonald's of Birmingham. The study aims at understanding how the welfare of the employees relates to the operational efficiency, customer service, and performance of the business entity, and offers information on how to improve the level of satisfaction and turnover, as well as achieve the competitive advantage of the restaurant business environment.

Aim, Objectives, and Questions of the Research.
Research Aim
This research study is meant to investigate the connection between the well-being of employees and organisational performance within the McDonald's of Birmingham. The research will seek to determine the effect of employee well-being on the efficiency of operations, customer services, and the overall workplace performance by studying the effect of job stress, burnout, and compensation.

Research Objectives
1. Determine the existing patterns of employee well-being in McDonald's Birmingham with reference to job stress, burnout, and personal happiness.
2. Determine the most critical tasks that cause job stress and burnout, including work environment, remuneration, and managerial support.
3. Assess the effect of employee welfare on the organisational performance of its employees, customer care, and the quality of service.
4. Based on the findings of the research, suggest measures to enhance employee welfare in McDonald's in Birmingham.



Research Questions
1. What are the major determinants that influence the well-being of employees in McDonald's Birmingham?
2. In what ways does employee well-being affect the performance of McDonald's operations in terms of turnover and customer satisfaction?
3. What are the relationship strategies that McDonald's can use to improve employee welfare and minimise stress and burnout?

Literature Review
Workplace Happiness in Fast-Food Restaurants.
The issue of employee welfare in the fast-food sector is highly alarming, and the contributors to poor performance in this sector are the fact that employees are exposed to high stress by working marathon shifts, poor wages, and strained customer relationships. According to Cinar and Bilodeau (2022), job stress was one of the causative factors of burnout, especially in fast-service restaurants. Job insecurity and low remuneration were also suggested as some of the stressors that lead to employee burnout. The results are especially applicable in the comprehension of the rates of workforce stress at McDonald's.

The Organisational Performance Impact.
Employee well-being has a great contribution to the performance of an organisation, particularly in fast-food restaurants where employees directly deal with customers. Dumitriu et al. (2025) established that job dissatisfaction correlates with burnout, which strengthens the turnover rates and quality of services. In the case of McDonald's, employees under stress might move to other firms, which will raise the cost of recruitment and training. Furthermore, dissatisfaction among employees may lead to loss of frontline behaviour, lessening customer satisfaction, and the consideration of the bad image of the company, hence damaging the revenue performance.

Theoretical Frameworks

Job Demand-Resource Model (JD-R)
The Job Demand-Resource Model (JD-R) is applicable in interpreting the health of the workers. It describes how high job demands, like the ones at fast-food restaurants, are stressful and lead to burnout when employees do not get the necessary resources, including support from management or job control (Elshaer et al., 2025). Employees are under pressure, their schedules may be extremely strict and flexible at McDonald's, which is sometimes minimal and thus, causes stress. This model is useful in understanding how a shortage of resources may be used to magnify the impact of work pressure.

Planned Behaviour (TPB) Theory
The Theory of Planned Behaviour (TPB) describes the way in which employee behaviour, including turnover, is determined by attitudes, social norms, and perceived control over work circumstances. This theory suggests that the employees at McDonald's can make a personal choice on whether to quit depending on their attitude towards the job, the expectations of society, and whether they can manage the working environment. This framework will provide better insight into the levels at which employees' perceptions and attitudes affect the decision-making process.

Gaps in Literature
Although there has been an increasing focus on the well-being of employees, there has been a gap, particularly in fast-food restaurants. Most of the research, such as Gelencsér et al. (2023) and Dangaiso and Mukucha (2024), pay attention to bigger service industries or hospitality, overlooking fast-food chains such as McDonald's. Secondly, some of the studies were concerned with short-term well-being outcomes, but few studies were concerned with the long-term intervention, such as enhancing pay, providing flexible schedules, or altering management practices in a fast-food chain.

Research Methodology and Design.
Research Approach
The research proposal will be based on mixed methods, which will be a combination of quantitative and qualitative methods. The surveys that will be part of the quantitative approach will amass data about employee well-being, stress, burnout, and turnover intentions. Such data will give an opportunity to analyse the data statistically in order to determine patterns and correlations. In addition to the surveys, in-depth interviews will also add insight into the personal experience and perception of the employees. All these will combine to provide a wholesome insight into the problem at McDonald's in Birmingham.

Data Collection Methods
A structured survey with Likert scale questions will be the main data collection tool used to determine the well-being, stress, burnout, and turnover intentions of employees. The questionnaire will provide some measurable data to be statistically analysed as trend data. Besides this, a smaller number of employees will also be interviewed qualitatively. The underlying causes of stress and burnout will be addressed during these interviews, and the data provided will be invaluable in furnishing the qualitative information on how the factors affect the work of McDonald's employees in Birmingham (Sibanyoni et al., 2024).

Sampling Strategy
Convenience sampling will be used to select a sample of 30 employees in McDonald's in Birmingham. The subjects will be selected randomly by considering their availability and willingness to take part in the research. Depending on their positions, the sample will also consist of employees such as crew members, kitchen staff, and managers (Žnidaršič & Bernik, 2026). Demographic factors such as age and tenure will be taken into consideration to ensure diversity and representativeness. Such a sample size will be effective enough to get meaningful information without violating the time limitations of the study.

Ethical Considerations
Ethical considerations will be highly adhered to in this study. The research participants will be fully informed of the study in terms of its purpose and will have the right to exit the research without any penalty. The personal and identifying information will be treated as confidential data, and only anonymised data will be utilised (Cinar & Bilodeau, 2022). This study will be conducted to follow both the internal policies and the ethical practices of McDonald's. To ensure trust and ethical integrity, transparency in the use of data and voluntary ethical participation will be stressed.

Distribution of Data Reliability and Validity.
The reliability and the validity of the data shall also be decided through a pilot study using a small sample of the employees. To determine consistency, the results of the survey will be compared with the results achieved with qualitative interviews. The triangulation strategy of the study will be accurate and credible. Through quantitative and qualitative research, the study will allow the researcher to have confidence in the conclusions reached on employee well-being and its effect on performance in the McDonald's restaurant located in Birmingham (Dangaiso & Mukucha, 2024).
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Analysis of Primary Data
Data Presentation
The survey and interview findings of McDonald's, Birmingham, overall show that there are multiple concerns regarding employee welfare. Just a percentage of 60-70 stated that the employees experienced high levels of stress with a score range of between 6 and 10 out of 10, which was mainly because of long shifts and heavy workloads (Dumitriu et al., 2025). Moreover, a fifth to half told of being unhappy with their compensation, based on some unfairness. Additionally, 55-60% had rated their job satisfaction as less than 6/ 10 and had shown that they were thinking of quitting because of these problems. 

Discussion of Findings 
The results are comparable to the past studies on job stress and turnover intentions. According to Elshaer et al. (2025), fast-food employees are likely to experience burnout and turnover due to high stress and low pay. The same trend is observed in the McDonald's data, whereby the employees who were under stress and dissatisfied were more likely to think about quitting. In addition, 50-60 per cent of respondents claimed that stress adversely affected their customer service, which confirms the relationship between employee well-being, service quality, and performance in the organisation. 

Themes Identified 
The data revealed several important themes that influence the well-being of the employees. The question of pay and compensation also became one of the points that 60-70% of workers complained about, and is consistent with the literature that has been associating low pay with stress and low morale (Lupu et al., 2025). The alteration of schedules was also stressful for 40-50% of workers with work-life balance problems. Although 70-80% ended up having sufficient management support, 20-30% added that they were not getting the management support in periods when they were busy, which implied that there was a necessity for better management practices.
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Implications and Recommendations in Practice.

Effect on Business Processes.
Employee welfare greatly determines the business performance of McDonald's, specifically in terms of turnover, service delivery, and efficiency of operations. High stress and burnout also cause high rates of turnover, which causes extra costs in terms of recruitment and training. Poor work conditions and pay dissatisfaction influence the dynamics of a team and the quality of the services in a negative way (Sibanyoni et al., 2024). When employees are stressed, their ability to provide good service is reduced, and this will lead to poor customer satisfaction and a tarnished reputation of the company.

Recommendations
McDonald's needs to revise and expand the employee compensation and benefit plan in an effort to enhance the welfare of its employees. It would alleviate stress and dissatisfaction among employees by providing increased pay and benefits such as medical and vacation (Dangaiso & Mukucha, 2024). Employees would be relieved of financial pressure, employee standards would be boosted, and turnover would be reduced due to improved wages and other benefits. This strategy would conserve talent, develop a more fixed workforce and eventually improve long-term performance of the company because of improved employee satisfaction and reduced recruitment expenses.


Stress Management and Work Life Programs.
The solution of addressing staff stress is among the key issues to McDonald's success. Mindfulness and other mental health resources could be implemented as stress reduction programs that would enhance the well-being of employees (Dangaiso & Mukucha, 2024). Also, there should be flexible work schedules and sufficient use of shifts to support a healthy work-life balance. These would assist the employees in sustaining their personal and work life, enhancing employee satisfaction, and decreasing stress levels. McDonald's can enhance the performance and satisfaction of employees by giving them the required breaks and accommodating their needs.
Managerial Personnel and Supply Award.
Employee well-being needs managerial support, particularly in stressful working environments such as McDonald's. Training to help the employees come out of stressful situations should be provided to the managers so that they can feel appreciated and listened to (Cinar & Bilodeau, 2022). Rewarding the employees by rewarding their success, like in programmes like Employee of the Month or normal praise, motivates a good working environment and enhances morale.
Strategic Implications
Increasing employee welfare gives McDonalds competitive advantage, resulting in improved performance and greater productivity. The engaged employees are healthier and enhance the customer interactions and satisfaction, which enhances the brand and fosters loyalty (Sibanyoni et al., 2024). Also, minimising turnover and absenteeism reduces recruitment and training costs. In the long run, the interest in employee welfare enhances the efficiency of operations, customer satisfaction, and overall success.
Conclusion
This study brings out the key interconnection between the welfare and the performance of the employees in McDonald's, Birmingham. The stress rates, burnout, and turnover have an enormous influence on the quality of services, efficiency, and business in general. McDonald's can make the workforce more satisfied and engaged by means of improved compensation, stress reduction programs, better work-life balance, and improved managerial support. Such developments would help not only to decrease turnover and absenteeism costs, but also improve customer service and operating efficiency. Finally, the investment in employee well-being will give McDonald's a competitive edge in the short and long term, resulting in the ultimate success and improvement in business operations.
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Bar chart showing stress and happiness levels at McDonald's Birmingham:
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Pie chart showing compensation satisfaction at McDonald's Birmingham:
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Survey Results Summary

Question

Response Summary

Percentage

Happiness at work (1-10
rating)

Average: 5-6/10

50-60% 1-5, 40-50% 6-10

Job stress (1-10 rating)

Average: 6-7/10

60-70% 6-10, 30-40% 1-5

Compensation satisfaction

Feelings of unfair
compensation

60-70% NO, 30-40% YES

Shift notice and planning

Enough notice to plan life

40-50% NO, 50-60% YES

Managerial support during
stressful periods

Supportive or okay

70-80% good/okay, 20-
30% poor

Colleague relationships
during busy periods

‘Atmosphere with colleagues

60-70% positive, 30-40%
mixed/negative

Impact of stress on service
to customers

Service quality during
stress

50-60% worse, 40-50%
same

Turnover intentions (Have
you considered leaving?)

Thought about leaving

50-60% YES, 40-50% NO

Change in well-being
compared to when they
started

Change in well-being

30-40% worse, 30-40%
same, 20-30% better





