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[bookmark: _Toc69478728][bookmark: _Toc69479308]Introduction
In recent times, most organizations have their own priorities outlined to enable them to move to a higher level in the competitive business market; hence this has influenced them in taking the right initiatives that would influence profitability and productivity in a positive manner according to Snell and Dean, (2012). However, the success of every organization is not solely dependent on the goods and services it offers to its customers but also dependent on the people (employees) within the organization. Most organizations are faced with fundamental dynamics, for instance ageing employees, increase in the mobility of employees, decrease in skilled labor and the increasing nature of the number of contract base workers (Whitener, 2011). Additionally, the relevance of the human capital has also been recognized by the organization as a key ingredient for the success of every organization (Truitt, 2011).
According to Sayago (2014), it is in the best interest of every organization to have an effective and efficient strategy that would lead to the training and development of its workforce. The aim of this approach is to support the organization to retain its valuable staff, increase productivity and continuous growth. Constant training and developing of the potential of employees must be an integral aspect of the culture of every organization as purported by MacDuffie (2015). Training of employees is very significant because, it supports the organization to have a competitive advantage over its competitors as well as attract top-notch talents to the company resulting in the improvement of job satisfaction and employee wellbeing (Woods and De Menezes, 2017). 
This report evaluated the development vehicle available at McDonalds Fast Food for employees focusing on customer service, as well as aiming at developing the needs of employees to make them more effective and efficient in delivering of services. 




[bookmark: _Toc69478729][bookmark: _Toc69479309]Purpose of Career Planning
Career planning is the process whereby one strategizes in the determination of career goals and the path in achieving those goals MacDuffie (2015). This method inculcates different activities such as the processes involved in attaining the set goals and the self-development steps. The career plan is very significant when the individual is aiming to achieve success in life. The multi-stage nature of this process ensures that the individual plans and executes thoroughly to get the needed results required (Diamantidis and Chatzoglou 2014). 
The purpose of career planning helps the individual to choose a career, thus the individuals identify the strength and weakness as well as the research into areas one can excel as reported by Nordqvist and Melin (2010). Also, career planning enables the individual to get job security. For instance, 2 decades ago most people were interested and pursue law to become barristers due the respect and money that comes with it. For the past 5years, MBA and engineering are programming most people are pursuing. However, proper planning gives the individual ample time to choose wisely in relation to the career path the person has the potential to do as highlighted by Subari and Riady (2015). Finally, it ensures financial stability which leads to peace of mind. Planning adequately helps the individual to consider uncertainties in the future that could have great implications on the earning of the individual. 
[bookmark: _Toc69478730][bookmark: _Toc69479310]Brief History about McDonalds
McDonalds is one of the leading fast food retail services in the world with over 37,000 restaurants across the world in more than 110 countries and serves over 70 million customers daily (Talukdar, 2012). There are over 1,260 McDonald’s restaurants in the UK and serves more than 4 million customers on daily basis. However, there has been a significant change undertaken by McDonalds in the last 6 years in United Kingdom. McDonald’s have moved from the organizational ownership model into franchises (where 70% of the restaurants are operated and owned by individuals or group of people) as highlighted by Subari and Riady (2015). Over the past 10 years McDonalds has performed well in the global market and part of the success can be attributed to employee development. 

[bookmark: _Toc69478731][bookmark: _Toc69479311]Developmental Vehicle available to McDonald’s
The developmental vehicles used by McDonald’s Fast Food limited in the development of employees are as follows.
[bookmark: _Toc69478732][bookmark: _Toc69479312]Knowledge Acquisition (Through Training)
This supports the workforce to learn specific skill required to improve the overall performance and the productivity of the organization as confirmed by Saunders et al., (2007). Also, it is a continuous effort of an organization to increase the employee’s performance. McDonalds has inculcated this as a crucial strategy to invest in its employees, this investment does not only motivate the workforce but boost the quality of workforce in the organization. The essence of this training is to address the weakness of the employee i.e., evaluate the strength and weakness of the employee. The workers are also taught about any new software which will arrive. With this training process the employee becomes conversant with the technology in use, and this leads to higher productivity and employee job satisfaction (Mandhanya, 2015). The method of training can be either formal (lectures, e-learning, classroom based) or informal (self-study, review of educational blogs, videos on YouTube) as reported by Nordqvist and Melin (2010). For instance, with McDonald’s workers who are slow and not good with the use of the cash machine are training on the use of the cash machines before commencement of the job. Employees of McDonalds are taught by instructors in relation to signature dishes at the restaurant. They are given detailed procedure on the ingredient to use, when to use it and how to use it.
[bookmark: _Toc69478733][bookmark: _Toc69479313]Skills Acquired from Coaching and Mentoring
According to Woods and De Menezes (2017), this involves working with the workforce of the organization to enable them take effective and efficient decisions and become more proactive. These approaches ensure independency and efficiency of the employees. The workers become more valuable i.e., both personally and professionally. Coaching and mentoring support the employees to learn and meet the expectations of the job through a hand-on training program by the organization (Huarng, 2016). The method ensures that the recruit receives the necessary support system and interactive learning situations which will instill confidence in the employee. As a result of the mentorship, the employee becomes empowered and more experienced. Additionally, the mentors and coaches customize the aims of the organization and aid the needs of the worker for the role. In McDonalds, experienced staff were contacted to mentor and coach both new and old employee about preparations of a meal as highlighted by Magnini (2005). The mentors will ensure that the employees are given the needed support and guidance about the process and procedures required. However, these processes go on over a period after the employees have become cognizant with the processes. The mentors will still be available for corrections. 
[bookmark: _Toc69478734][bookmark: _Toc69479314]Competencies with regards to On-the-Job Development
These approach aid employees who have basic technical skill in the operation of new machinery or financial analysis methods will find the significance of on-the-job development according to Avgoustaki (2015). This helps the workers to apply a given method in the completion of an assignment. The application of the method is expedient because, since the organization have limited time and resources to train every employee on all the skill set. The workers are trained to workers effectively. For instance, with the use of counting machine and electronic gadgets at McDonalds the employees and trained to be able to use the machine to produce the needed results. Additionally, one advantage the organization and the individual can derive from on-the-job development is the nature of its simplicity (easy to learn through observing and doing) as asserted by Diamantidis and Chatzoglou (2014). Also, it is very economical and leads to the increase in productivity and profitability. 
[bookmark: _Toc69478735][bookmark: _Toc69479315]Individual Career Plan in relation to the company
For the organization to meet the developmental needs and expectation of the employees they will have to adhere to the following plan and procedures as follows.
[bookmark: _Toc69478736][bookmark: _Toc69479316]Adaptation of a Policy Guide
This policy is adopted as a line of action which develops the objectives of the employee developmental program. This policy is used by the organization to define the specific methods through which the program will be initiated. This policy guide also has the rules and regulations needed to guide the employees about the dos and don’ts of the program initiated. These rules and regulations set will govern the line of actions of the trainers and trainees to behave in a way which will benefit the organization at large as confirmed by Ballesteros and De Saá (2012). However, management of the organization should put in place a supportive principle for continuous growth and development of all recruits. The developmental programs and activities are outlined to enhance the achievement of the objectives that meets the immediate and future needs of the organization and employees. According to MacDuffie (2015), the various programs are designed and initiated by the organization to develop the employees as well as providing opportunities to enhance their self-development. The organization sets procedures to be adhered to and implemented. These procedures emphasize on the development of employees in relation to the organization, they therefore consider needs assessment, resources to be used as well as incentives needed to motivate the employees (Mandhanya, 2015).
[bookmark: _Toc69478737][bookmark: _Toc69479317]Creation of goals and objectives for the development of staff
The creation of goals and objectives for the development of employees needs to be outlined. The goal and objectives of the developmental program must be set in relation to the organizational system (meet the standard of the organization) and staff’s interest as asserted by Diamantidis and Chatzoglou (2014). Additionally, the objectives and goals established must be time bound, realistic, achievable and specific and meet the expectations of the employees. Thus, the organization must align its objectives and employee development objectives. This will enable the organization and employee move in the same direction which will yield productivity and profitability. 
[bookmark: _Toc69478738][bookmark: _Toc69479318]The organizational activities and programs must be planned.   
The organizational activities and programs must be plan with the employees in mind. All organizational programs and activities must be planned to take into consideration the strength and weakness of the staffs (Nordqvist and Melin, 2010). Also, according to Huarng (2016) the employees must be assessed to know the right program and activity to be initiated by the organization that will lead to their development as well as maximizing the organizational profit margin. With this procedure it builds the trust the employee has in the organization and this motivates the employees to work hard in order to increase productivity. 



[bookmark: _Toc69478739][bookmark: _Toc69479319]Evaluation of the employee development process
Evaluation of the developmental process of the staff deals with the assessment of staff taking into consideration the extent to which the target set has been achieved. The employees are critically assessed based on the developmental training undertaken; this is done to know whether the staff is well abreast with the developmental program embarked on as stated by Mandhanya (2015). For instance, McDonalds, employees (cashiers) who are trained on the use of accounting software will be assessed on how fast and accurate they are able to use that software without errors.  
[bookmark: _Toc69478740][bookmark: _Toc69479320]Conclusion
In conclusion, according to McDonalds for the organization to succeed and become a world leading brand in fast food they will have to invest in the development of its employees to provide the best services needed to meet the expectations of the customers. In view of this the organization must strive to employ the best and dynamic candidates for the job as well as ensuring the recruited employees are retained. Thus, through ongoing training necessary for the available position and finally, the employees are promoted when due for it. Employee development becomes an important tool for the organization when it aims to achieve its set objectives and goals. In relation to stock management at McDonalds, the restaurant managers spend quantity and quality of their limited time to focus on the best standard with regards to the quality of services, cleanliness at the restaurants and quality of food served to the customers. 
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