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INTRODUCTION:

I chose to write my Community Engagement essay about the McDonald's Corporation for three main reasons: 
1. – McDonald’s is the world's largest restaurant chain by revenue, in this position for some time in an otherwise dynamic industry. Responsible Leadership is, thus, the first and foremost corporate value that McDonald’s Corporation assumes today. In other words, whatever McDonald’s achieves or fails to achieve in terms of sustainable growth and community engagement will seriously impact the world;
2. – McDonald’s is one of the corporate giants of the planet that have recently named sustainability a key priority. The company’s shift towards sustainability started in 2014 with their Global Sustainability Framework 2014-2020 and has since been developed into the more in-depth and more comprehensive 2018 Scale of Good sustainability strategy, a key part of their Velocity Growth Plan launched in 2017;
3. – McDonald's was the world's second-largest private employer in 2018, with 1.7 million employees worldwide, according to Wikipedia data. Yet the deprecating concept of the McJob, i.e. the ultimate dead-end job, has constantly accompanied the company’s global expansion. Under these circumstances, McDonald’s is an interesting example of the way in which redefining what the company has to offer by applying a community lens to problems the business has can ultimately result in significant returns and huge community engagement.

First, my essay selected and pointed out two main examples of negative media incidents that affected McDonald’s community standing and credibility significantly in the second half of the present decade. These are the 2015 safety complaints where staff described having been instructed to treat workplace burns with mustard and the "McResource Line" advice website for the employees gone viral in 2017 for advising chronically underpaid workers to break their food into smaller pieces to feel fuller and stop complaining to avoid heart disease, among other unbelievable blunders. 

Second, the essay reviewed McDonald’s renewed education strategy designed for employees and their relatives. By extending their education strategy to entry-level jobs while also including career advancement help for people who are not necessarily targeting Donald’s as their dream workplace, the company has found a way to morph the meagrely paid and exploitative McJob into the reasonable career starter, make an impact in the employees’ communities while also enlarging the pool of potential entry-level employees among people interested in evolving their education and careers.

Third, the essay looked at the way in which McDonald’s expanded its educational strategy another step further, offering pre-employment training on a global scale. This global strategy of community engagement through education was localised through specialising versions employed successfully in the United States, in European countries as well as in Latin-American countries. Everywhere the company partnered up with local authorities and educational NGO’s to maximize their community impact while also gaining numerous entry-level employees to whom the McJob was not a burden but an unexpected opportunity.

Turning THE dead-end job into THE entry job

In 2015, amidst a work safety scandal, McDonald’s launched their new education strategy, expanding their offer from restaurant management to the entry-level employees and their relative, while also enlarging it from restaurant-related training to various transferable skills. The company’s publicity for “The Best Entry Job,” the company has started an offensive to fight off its solid existing negative reputation for offering poor conditions to their employees. and the two concepts are still competing in the public eye today. This particular dynamic has a significant impact on the company’s successful community engagement programs.

McDonald’s has always invested in the education of their restaurant managers. More than 5,000 students graduate from their Hamburger University and more than 80,000 restaurant managers, mid-managers and owner-operators have graduated from there up to now. The corporate entry-level programs and internships provide hands-on professional and technical development, with the 10 weeks pre-senior year internships and the post-graduation full-time programs allowing for fast career development. (Wikipedia: 2020)
However, things look less consistent at the other end of the career ladder. The year 2015 saw two very different McDonald’s related events. In March, 28 Health and Safety Complaints were filed with the OSHA in 19 US cities by McDonald's workers alleging that understaffing, lack of protection, poor training and overworking had resulted in injuries. The media feasted on the complaints of management instructing staff to treat burn injuries with mayonnaise and mustard, for lack of first aid supplies. (Kasperkevic: 2015)
Education for all level employees. 
The very same year, McDonald’s launched its “Archways to Opportunity” comprehensive education strategy, offering a number of programs focusing on McDonald’s and franchisees’ employees. Education plays an essential part in McDonald’s Corporation’s strategy for remorphing the dead-end McJob into the Perfect Entry Job around the globe. Through it, not just managers but employees at any stage of career development have the opportunity to further their education and achieve their dreams. 
The programs provide employees opportunities to: 1. - improve their English skills; 2. - earn a high school diploma; 3. - work toward a college degree; 4. - get help making an education and career plan with advisors. Moreover, the opportunities for earning a high school diploma and for working with professional advisors to plan one’s career extend to immediate family of eligible employees of participating restaurants. The impact of this initiative has been considerable. Since the launch, more than 50,000 restaurant employees in the U.S. have enrolled in a program through “Archways to Opportunity.”(McDonald’s: 2020)
Career planning for all level employees. 
In 2018, McDonald’s produced their career management mobile app “Archways to Careers,” based on an internal Workforce Preparedness Study of the same year. All store associates have the opportunity to employ professional advisors to design their career advancement in areas as diverse as: Entertainment, Technology, Entrepreneurship, Healthcare, and Food Service. Additionally, McDonald’s is offering up to $3,000 college tuition assistance after only 90 days of employment. Designed to integrate with their “Archways to Opportunity” education strategy, the app has the potential to make a significant community impact, since it is targeted at all store associates.
The Youth Opportunity Initiative
A key component of the Scale for Good sustainability program which McDonald’s has started implementing in 2017, the Youth Opportunity initiative is an initiative launched in 2018, focusing on improving the skills development, earning capacity, long-term employability and wellbeing of young people. Within this frame, the corporation alone envisages reducing barriers to employment for 2M young people all over the world by the year 2025. 
Through the Youth Opportunity Initiative, McDonald’s has joined the Global Initiative on Decent Jobs for Youth, a UN led multi-stakeholder initiative. The initiative supports Goal 8 on the UN’s Sustainable Development Goals global agenda, which is: “to promote inclusive and sustainable economic growth, employment and decent work for all.” (McDonald’s: 2020)
Community engagement through pre-employment training
The pilot program: Chicago
The pilot version of Mc Donald’s pre-employment training initiative was launched in Chicago in 2018, as a result of the cooperation between McDonald’s and the International Youth Foundation. The program helps young people develop entry-level abilities that employers look for: self-awareness and self-management, communication skills, healthy relationship building, and conflict management. The first step was for the IYF and McDonald’s to elaborate together a pre-employment curriculum which they called the Passport to Success.  Through this program, four local NGO with experience and results in working with young people were provided $1M worth in grants and asked to develop a skills training program to match the international organization’s Passport to Success curriculum. 
Of the over 4,200 young people who were provide life skills training, the pilot program reportedly managed to increase the life skills of 87% of participants. Moreover, a significant 71% of the attendees were able to opt for employment and/or for furthering their education upon completion, based on IYF statistics. 
The following year: Chicago and Washington DC
An additional 4,000 young people followed in 2019, when the pilot program was also expanded to another 1,000 youth in Washington DC. There, the program followed the same pattern, with the IYF curriculum being transformed into a skills training program by local NGO’s. According to Susan Reichle, IYF President at the time, the pilot program was a significant success of all the organisations implied. (McDonald’s: 2020)
Pre-employment readiness in Europe and the US: apprenticeships
Starting with 2018, McDonald’s joined the Chicago Apprenticeship Network for elaborating a set of best practices in expanding professional advancement through apprenticeships. Following this, the company granted $1 million to a local NGO’s to develop and implement a new apprenticeship program in partnership with City Colleges of Chicago. As a result, any franchisee employee in Chicago interested to further his studies to an ABA degree while working toward a restaurant management role is eligible for scholarships through a grant which pays for their tuition. 
A similar path was followed in Europe, where McDonalds became a member of the European Alliance for Apprenticeships, looking to offer young people better access to training. Together with its franchisees, McDonald’s has committed itself to creating 45,000 apprenticeships in countries like Austria, Denmark, France, Germany, Italy, the Netherlands, Switzerland, and the UK, by the year 2025. The young people targeted are also expected to combine workplace learning and study with earning money in the while. (McDonald’s: 2020)
Pre-employment readiness in Latin America: critical life skills
The Latin American pre-employment training plan was deployed through the Arcos Dorados (i.e. Golden Archways in Spanish), a significant multinational McDonald’s Franchisee and one of the region’s largest employers of young people. Arcos Dorados had also pledged themselves to increasing the employability of young people Latin America, by supporting the social mobility of youth and by offering formal employment opportunities to those with little/ no prior work experience. Arcos Dorados was the organisation responsible with translating a continental initiative into several local training plans. 
In Mexico, the franchise developed and implemented pre-employment training in partnership with the Mexican government, as part of the “Jovenenes Construyendo el Futuro” (Youth Building the Future) national program. The training included critical life skills, like personal finance, in order to facilitate young people’s formal employment. 
In Colombia, the franchise was part of the “40 Mil Primeros Empleos” (40,000 First Jobs) initiative, due to which 40,000 young Colombians at social risk were employed for the first time. 
In Argentina, the franchise offered support to a number of different programs, such as “Creando Tu Futuro” (Creating Your Future). This is a complex on/offline workplace skills program offering education in 3 areas: 1. - guidance for work; 2. - technical skills in HoReCa, customer service, and computer literacy; 3. - personal finance, math, and Spanish.
In Brazil, the franchise also backs the “Empleo con Apoyo” (Supported Employment) initiative for disabled young people, among other initiatives. For this activity, Arcos Dorados Brazil received the 2018 UN Global Recognition Award for employment practices for disabled workers. Around 2,000 employees across several countries were successfully included in the program. (McDonald’s: 2020)


CONCLUSIONS:
Of the several community engagement tools included in McDonald’s Scale of Good sustainability plan my primary focus was on Education. A rigorous educator of management level staff for some generations, McDonald’s used this asset to alleviate the situation of its entry level employees – not necessarily by bettering their workplace conditions, but by selecting the right people, while also gaining significant community engagement. 

Employee empowerment through education
To do this, McDonald’s first extended its offer of educational opportunities to all level eligible employees and employees of their franchisees plus their relatives, while also providing them with professional career advice. By doing so, the corporation did not better the entry level job itself. Instead, it gave it a meaning and put it into a favourable perspective, while empowering the entry level employees and generating community engagement.

Community engagement through education
The company also invested in a global pre-employment training plan at a global scale, which was then localised to each participating country. The pilot program in the US offered support for acquiring work readiness and soft skills. The program carried out in several European countries focused on offering apprenticeships to youngsters who are interested in starting their work life sooner, whereas in the countries of Latin America the program, which were run through the local franchises, was focused on offering primary life skills.  
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CONCLUSIONS
The McDonald’s company strategies regarding staff are a classic case of one man’s trash is another man’s treasure. The McDonald’s Company was often criticised for the way it treats employees, with accuses including: underpayment causing fatigue and accidents, exploitation of the vulnerable (the young, the undereducated, the aged), as well as underage employment and workplace harassment. It is true that McDonald’s has grown through offering their infamous McJobs worldwide. On the other hand, most of the jobs that such a franchise offers do not require complex skill acquisition. Given the company’s scale and the pressure of the sustainability regulations to which it has adhered, McDonald’s is forced to make a difference. While scouting for new potential employees to whom a McJob represents a chance, the company is forced to dig deeper and wider into social inequality on a global scale. The company has a solid policy of regular investments in offering disenfranchised young people worldwide opportunities to jumpstart their career as well as to further their careers within the company or elsewhere. Such programs are bound to make a change regarding the stringent global problem of the opportunity gap which keeps undereducated and inexperienced young people all over the world far from formal first jobs.
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