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[bookmark: _Toc642781785]Executive Summary
This report provides an in-depth analysis of the human resources management (HRM) strategies of McDonald's and Google, focusing on their differences in their internal and external environments. Analysis of key HRM issues of employee engagement reveals the challenges and priorities facing both organisations in these areas. By leveraging these factors, organisations can improve the efficiency and quality of their human resources management, contributing to staff development and the long-term success of their businesses.

Finally, a series of targeted recommendations are made, these recommendations are intended to help organisations effectively improve priority areas of human resources management, enhance employee experience and improve business performance. At the same time, the potential risks, costs and ethical issues associated with these recommendations are considered and solutions proposed.

Through the analysis and recommendations in this report, organisations will be better equipped to meet current and future challenges and achieve sustained growth and success.
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Introduction
In the dynamic landscape of organisational administration, the function of Human Resources Management (HRM) is perceived as a critical contributor to sustaining competitive edge and driving organisational achievement (Barry, 1983). HRM embodies an intricate methodology for supervising individuals within an organisation, extending from recruitment and selection to training and development, performance oversight, and all facets of employee interactions (Brester, 2021). The significance of effective HRM strategies is becoming increasingly conspicuous as corporations navigate a complex environment of swift technological advances, changing demographics, and shifting market trends.

In contemporary culture, the success of an entity depends to a large extent on proficient human resource stewardship. M. Armstrong (2010) suggests that such administration is paramount to organisational success. Conversely, Dienesné Kovács and Gergely (2009) assert that to fully harness talent and expertise, management must stimulate employees to exceed required standards and strive for superior outcomes. James C. Hayton (2015) suggests that HRM encompasses organisational efforts to manage human capital and use these resources towards organisational goals. Furthermore, Gonçalo Pombo and Jorge Gomes (2019) assert that HRM assists organisations in mobilizing and utilising employee knowledge, skills, talents, and abilities, thereby enhancing organisational success and expansion. Gashi (2019) provides practical direction on implementing HRM in relation to quality initiatives, customer relations, fiscal reduction, competitive strategies, reshaping programmes, and more. Hence, through sound human resources management, entities can maximise their human capital potential to ensure lasting success and sustainable expansion.

Consequently, the objective of this report is to scrutinise the contrasting strategies employed by two prominent corporations, Google and McDonald's, in the realm of human resources management, and to evaluate the application pathways in diverse work and operational settings, which will contribute to a more comprehensive understanding of the challenges and prospects faced by human resources in all types of environments, followed by provision of specific recommendations, so as to stimulate continuous innovation and improvement in personnel management.
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Google, a pioneering technology enterprise situated in California, US, was established in 1998. As a prominent driver of global Internet technological progression, Google employs a large workforce and maintains global locations. This diverse workforce consists of highly skilled individuals hailing from various regions globally, encapsulating diverse cultural heritages and areas of expertise. An integral part of Google's operations is its dedicated Human Resources Management (HRM) unit, responsible for recruitment, training, performance evaluation, and employee benefits. The HR team, with representation at the executive level, orients HR strategies with organisational growth objectives (Google, 2024).

McDonald's, an industry-leading fast food company based in Illinois USA, began operations in 1955. With over 1,000 global outlets and diverse business locations, the team comprises individuals from various age groups, races, and educational backgrounds. Macdonald's emphasises staff training and progression, offering comprehensive career enhancement opportunities and competitive benefits. A dedicated Human Resources Division handles recruitment, training, performance measurement, remuneration, and benefits. This strategic unit serves an influential role within the organisation, liaising sensitively with individual departments to ensure that HR strategies align seamlessly with organisational goals (McDonald's, 2024).
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Impact of the Internal Environment on Human Resource Management Strategies
In the recruitment process, Google prioritises diversity and inclusion in talent search. By actively attracting and recruiting diverse candidates, Google augments its team's innovation and flexibility. This diversity pertains to employee cultures, nationalities, and thought processes, offering a comprehensive scope of perspectives and problem-solving strategies (Wickramasinghe&Samaratunga, 2021). Moreover, Google's recruitment strategy emphasizes long-term investment in talent. The firm attracts and retains top-notch talent through competitive salaries, extensive benefits, and career progression opportunities (Fredrick, 2020).

Nevertheless, despite the company's commendable performance in talent acquisition and retention, employee diversity and mobility, coupled with the company's expansion, can lead to reduced cohesion and sense of belonging (Raduan, 2006). Diversity and mobility within the company may result in team cohesion challenges. Employees with varied backgrounds and experiences may possess distinct values and work methodologies, leading to communication and collaboration barriers that affect overall team efficiency.

McDonald's employs a rigorous recruitment strategy to fulfill most job openings (McDonald's, 2024). With pre-determined eligibility criteria and a uniform selection process, McDonald's attracts employees who align with their work ethos and standards, enhancing staff synergy and productivity. Second, the implementation of assessment tools such as personality assessments enables McDonald's to accurately gauge applicants' suitability and job functionality, thereby mitigating the risk of recruitment failures and conserving the company's recruitment expenses.

However, there are some limitations to McDonald's recruitment policy. Besides the aforementioned challenges, an additional significant concern is that McDonald's workforce may lack advanced education or exhibit excessive diversity. Given McDonald's relatively straightforward work environment and requirements, it may attract less educated or average-skilled personnel, potentially resulting in a deficiency of quality and innovation within the team (Kiradoo, 2021).

Impact of the External Environment on Human Resource Management Strategies
External elements significantly influence Google's Human Resource Management (HRM). First, continual technological innovation creates significant opportunities for Google. Advances in artificial intelligence and big data technology enable Google to utilise data analytics for talent recruitment and management optimisation, enhancing efficiency and precision (Storey, 1984). Simultaneously, globalisation has enriched Google's talent pool, facilitated regional business expansion, and nurtured cultural diversity and innovation.

However, external changes can present HRM challenges for Google. Political and legal uncertainty can impede international recruitment strategies and compliance risks, while economic cyclical fluctuations can strain finances, impacting recruitment strategies and staff stability (Rosalie, 1988). Moreover, societal shifts in values and cultural concepts can have an effect on Google's HRM. Cunningham (2010) pinpoints the increased emphasis on diversity and inclusion necessitates proactive diversity and inclusion policies, potentially leading to culture clashes and management complexities.

Changes in the external environment have precipitated certain challenges and prospects for McDonald's human resources management. Primarily, intense competition in the fast food sector and evolving consumer preferences pose barriers to McDonald's recruitment and training (McAdam, 2006). In response to fluctuating market demands, McDonald's must continuously revamp its recruitment criteria and training modules to ensure staff are skilled in adapting to market changes and remain competitive.

Conversely, external environmental shifts have also introduced opportunities for McDonald's. For instance, the escalating societal emphasis on healthful eating and sustainable advancement enables McDonald's to modify its recruitment policies and product strategies to attract individuals who prioritise healthy lifestyles, and introduce healthier and eco-friendly products to cater to market demand and bolster its brand reputation.

Nevertheless, the unique attributes of the fast food industry present certain challenges. Escalating labor expenses and legislative changes may influence McDonald's recruitment and employee management expenditures, augmenting the company's operational strain. Simultaneously, societal apprehensions about health and the environment may also impact corporate image and employee morale, necessitating companies to fortify management and response strategies in these areas (Marek, 2014).
Assessment of Employee Engagement on Organisational Human Resource Management
  William L. Tullar (2022) examines the significance of leadership in human resources management, providing guidance for robust leadership development. Richard Klimoski (2021) concentrates on employee training and development, highlighting its significance for employee engagement, performance management, and diversity management, ultimately offering insights for effective training programme design. These studies provide organisations with practical recommendations to address critical human resources management issues.
[bookmark: _Toc1353167048]Employee Engagement

Google was among the pioneering firms to understand the needs of its personnel. It grants its employees the luxury of flexible working schedules enabling them to operate on their preferred terms, augmenting creativity and productivity (Palmer, 2019). Google fosters an innovative and diverse organisational culture that renders them easy and content-friendly. This is a key contributing factor to Google's leadership approach.

Google has fostered a productive atmosphere in the workplace, with many benefits for employees. Initially, a productive work environment enhances employees' job satisfaction and contentment, and subsequently enhances their motivation and engagement. Google encourages the integration of work and leisure to ensure employees maintain a pleasant and constructive disposition even when working excessive hours, thus mitigating work fatigue and stress (Barry, 1983).

Subsequently, Google urges employees to become active participants in their work through its distinctive employee engagement initiative and furnishes them with multiple avenues to articulate their ideas and suggestions. By gathering employee feedback through methods such as gDNA, Google ensures employees' voices are acknowledged and actively addresses concerns and suggestions through regular meetings and "Fixits".

Furthermore, Google fosters creative thinking to augment employee engagement. The company provides an environment for employees to freely express their perspectives and focuses on selecting employees with innovative qualities during the recruitment process. This culture of innovation stimulates the creativity and potential of employees and promotes the company's continued growth (Lundy, 2019).

Lastly, Google also assists employees in resolving financial issues by offering support such as in-house financial counselors, which further bolsters employees' sense of job security and satisfaction. These measures provide employees with a superior working environment and a higher quality of life, thereby increasing their work commitment and loyalty.

McDonald's, the world's fast food conglomerate, is renowned for its triumphs and these achievements substantiate its proficient business methodologies. Numerous obstacles have forced the corporation to pursue effective methods to augment employee participation. Moreover, the firm confronts consistent high staff attrition as the majority of its personnel are low-skilled labourers. An additional predicament pertains to the need to motivate employees to engage in customer-centric practices, including interacting with customers in a amicable and cordial manner. These factors collectively propelled the corporation to seek strategies that would foster employee involvement and help address the aforementioned issues.

The company employed the following tactics to augment employee engagement, including cultivating pride in the entity and honoring the most exceptional employees to rectify the detrimental image of the brand. The company has invested substantial resources in staff development as the brand image has been adversely affected by the widespread belief that only individuals lacking expertise and proficiency work in fast food establishments. In the UK exclusively, £35 million has been utilised on staff improvement and training, which has encouraged employees to perceive employment at McDonald's restaurants as gratifying and prestigious alternative employment (Fortune, 2022).

Moreover, the company has instigated numerous strategies for its most embedded employees. These include free vacation periods and bonuses. The methodology implemented by the company addressed the widely debated JD-R model, which scrutinises employee engagement. The corporation has effectively increased the value of its work resources so that employees perceive that the obligations of the position are proportionate to the benefits they gain from excellence. As a result, elevated levels of employee commitment and an efficient reward system enhanced McDonald's brand reputation and contributed to employee engagement. 
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The report discerned the impact of internal and external elements on both companies, in addition to employee engagement. Google encounters a dearth of team unity due to internal diversity and fluidity, while McDonald's grapples with a deficiency of quality and innovation in its workforce. To address these challenges, the report made a series of recommendations, including instituting cross-team collaboration mechanisms, endorsing cultural diversity and inclusion, enhancing employee skills and educational attainment, and formulating diversity recruitment strategies.

These propositions are not only of paramount importance to Google and McDonald's, but also offer valuable insights for research and application in the domain of human resources administration. The detailed analysis and discourse is essential for fostering an understanding of the pivotal role of human resource administration in enterprise progression, and provide reference and direction for enhancing team effectiveness and overall performance (Hoffmann, 2022).

Nonetheless, there are certain constraints to this report. Firstly, due to the restriction of data and resources, this report fails to execute a comprehensive analysis of all facets of human resources administration at Google and McDonald's. Secondly, this report is primarily predicated on existing literature and information analysis, and there are limitations in information procurement. Therefore, future investigations can further augment the sample size and employ more research methodologies to further probe related issues in the domain of human resources administration (Janssens&Steyaert, 2022).

In conclusion, this investigation conducted a comprehensive and in-depth analysis of Google and McDonald's human resources administration, offering reference and inspiration for corporate practice and scholarly research.


[bookmark: _Toc171078069]Recommendations
Establish cross-team cooperation mechanisms to promote cultural diversity and inclusion.

The lack of cohesion in Google's team shows the importance of teamwork. Establishing a cross-departmental collaboration strategy within the organisation can effectively address the issue of inadequate cohesion among teams (Gashi, 2019). Through consistent interdepartmental meetings, symposiums or team development exercises, communication and cooperation between diverse teams can be fostered, and the connection and cohesion between teams can be amplified. Such initiatives help to remove team barriers, reduce communication barriers, and enhance the efficiency and innovation of the collective team. Advocating cultural diversity and inclusion is a crucial method to fortify team cohesion. By formulating a diverse recruitment policy and encouraging employees with varied cultural backgrounds and experiences to join the organisation, the team's vision and approach to problem solving can be enriched, and communication and understanding between teams can be advanced (Pombo&Gomes, 2019). Furthermore, orchestrating diversity training and cultural exchange initiatives can assist employees better understand and respect each other's differences, thereby enhancing team cohesion and belonging.

Risks and ethical dilemmas exist: initiating systems for team cooperation and fostering cultural diversity may require considerable investment of time and resources, including training expenditures, cultural exchange initiatives, etc. Ethically, in advocating for cultural diversity, we must ensure equitable treatment of all employees, preventing discrimination and exclusion against specific groups.

Upgrade the skills and education of employees and develop a diversity recruitment strategy.
The lessons of McDonald's employee diversity and engagement illustrate the importance of employee training. The upgrading of staff skills can lead to higher service quality and work efficiency (Rom&Rohde, 2006). Through the provision of skills training and education programmes, employees can learn more professional job skills and improve job performance, thereby improving service quality and efficiency. Upgrading employees' skills and education can provide them with more career development opportunities and enhance their satisfaction and motivation at work. Such initiatives help reduce employee turnover and increase employee loyalty and job stability. Diverse teams can bring together different mindsets and experience backgrounds to foster innovative ideas and solutions. By attracting more highly educated and high-quality employees to join the company, the overall quality and innovation of the team can be improved (Hayton, 2015). With the continuous development and change of the industry, employees with higher quality and professional ability are needed to cope with challenges and seize opportunities. Developing diverse recruitment strategies can meet the company's development needs, maintain competitive advantages and sustainable development capabilities.

The proposed initiatives also involve risks: enhancing employees' skills and education could induce reluctance to participate in training, potentially reducing its effectiveness. Formulating a diversity recruitment plan may encounter bias against specific cohorts, potentially raising equity concerns. Ethical issues arise from ensuring equitable treatment of all applicants and avoiding prejudice against specific groups in the development of a diversity recruitment plan.
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