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Abstract 
Intrinsic and extrinsic motivation play crucial roles in improving employee performance in different organisations. In the McDonald’s context the historical and current background has been studied to understand the challenges of implementing intrinsic and extrinsic motivation in employee satisfaction and performance enhancement. The research rationale of this study lies in the identification of the method of intrinsic and extrinsic use within McDonald's context. The research has the aim to contribute to investigating and creating deep understanding about intrinsic motivators and extrinsic motivators and their influences on employee performance. Literature review comprises of the summary and critical analysis of existing research and publications relevant to the topic and research question. Themes were created based on the research questions and the aims which also highlighted areas where further research was needed in the context of motivation and employee performance. Qualitative research methodology focusing on primary data collection has been utilised here to understand the insights of effects and roles of different motivators in employee performance within the McDonald’s context.  To understand the current state of both motivators as inspirational variables and their influence on employee performance at McDonald's, explanatory research design along with Interpretivism research philosophy was utilised.  There interview has been done based on 10 participants of this particular field.  Research has highlighted major interview findings of the research questions in the result part. Both intrinsic and extrinsic factors have a strong effect on the employee performance in the fast-food industry. Extrinsic motivations deal with recognition, career advancement and rewards whereas intrinsic motivation refers to self-motivation, sense of autonomy and belongingness in decision-making process. The repetitive working pattern of McDonald’s needs a high level of motivation to maintain employee retention. Employee of the month, career pathways are effective tailored interventions of McDonald’s to attract and retain its employees by increasing the efficiency momentum. Moreover, symbiosis of both motivators can maximise employee improvement. The research about the role of intrinsic and extrinsic motivation was able to extract the insights of their effectiveness on employee performance of McDonald’s. Multi Tasks and job rotation can explicitly increase performance of employees on a long-term level.  Moreover, effective leadership and cultural influences create motivation for employees within McDonald’s. 
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[bookmark: _Toc158688904]1.0 Introduction
[bookmark: _Toc158688905]1.1 Chapter overview
The chapter introduction contributes a background of employee performance influenced by the intrinsic and extrinsic motivators within McDonald's. This chapter sets the aims and objectives of the dissertations for further research for literature reviews and methodologies, as well as findings and discussions. The introduction sets the background and objectives of the dissertation. 
[bookmark: _Toc158688906]1.2 Research Background
MacDonald was started as a drive-in restaurant with hamburgers, milkshakes and many more food options in California in 1940. Since then, they have expanded their business to over 40 countries, with more than 100,000 Restaurants contributing a dedicated business to the food chain industry (‌Statista, 2022). McDonald's provides a work culture for their employees that increases work satisfaction in the workforce, performing a progressive direction to gain achievements. As per the views of Ryan et al. (2020), the company provides opportunities for intrinsic and extrinsic motivators to drive employee performance and productivity. The connection between inherent interests and passions is shaped through intrinsic motivators in an employee. On the other hand, extrinsic motivators provide external rewards and incentives. 
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[bookmark: _Toc158197854][bookmark: _Toc158197934]Figure 1: Logo
Source: (Piyush, 2019)
The company is dedicated to giving opportunities to employees for growth and development of new skills, leading to the establishment of intrinsic motivation. Employees are cross-trained in multiple areas, from the drive-thru to the front desk, as well as the kitchen and many other areas. This approach established diversity in the workforce and increased the optimisation of challenging situations in difficult circumstances. McDonald's uses extrinsic motivators to improve the work procedure of the workforce and increase the performance of the employees. The company offered wages to employees that are competitive to similar roles in the quick-service restaurant industry. Also, McDonald's contributed extra financial rewards through referral bonuses for recruiting new employees. As per the views of Van den Broeck et al. (2021), this variable pay structure helps employees earn higher hourly rates during peak business hours. Some contests and bonus programs are arranged within the company to provide rewards to top-performing restaurants and crew members. These are the extrinsic financial incentives that maintain encouraging initiatives and achievements. The rewards of undermining intrinsic motivation overemphasise the motivation over time. The two types of motivators collaborated in the company's workforce. It also customises rewards depending on employee preferences; this is considered the best optimal strategy for the company. This strategy depends on the work culture itself with the employee characteristics and aims to strike the right balance to fuel employee engagement. 
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[bookmark: _Toc158197855][bookmark: _Toc158197935]Figure 2: Number of Employees in McDonald's Globally
Source: ‌(Statista, 2022). 
The company is developing their workforce through multiple initiatives for employee retention as well as increasing employee participation in the workforce. McDonald's offered online training and certification courses to encourage flexibility in the workforce in multiple areas like food safety or leadership development for contributing to effective customer service. Also, Legault (2020) claims that they provide flexible work preferences, including remote arrangements along with part-time or full-time work options to maintain a healthy work-life balance. They initiate regular feedback arrangements to set individual goals and establish a culture of appreciation. McDonald's has been supporting other facilities since they developed the company; they provide health insurance or retirement plans along with employee resource groups. These investments encourage flexibility in performance management and build a well-being of recognition within the company. From broader perspective employees are receiving a continuous development of their skills to reach their optimum potential. This creates overwhelming effects on employee satisfaction in their work. 
[bookmark: _Toc158688907]1.3 Research Rationale
Different existing research has identified the role of intrinsic and extrinsic motivation in improving the performance of the workforce in different organisations. However, many of the cases require a proper examination of this issue in the fast-food business, especially in the case of McDonald's outlets. This company contributes as the largest fast-food chain globally, dedicatedly performing its efficient operations. This is the reason McDonald's can offer more appropriate case studies to identify the way motivational strategies can optimise performance in this particular environment. The research rationale lies in the identification of the method of intrinsic and extrinsic use within McDonald's. According to Showers (2022), employment and recognition come under intrinsic as well, and compensation and rewards come under extrinsic to encourage work performance. These require extensive research to identify a research gap, and this research aims to address the research gap for further progress in this context.
A gap in the prior research creates a lack of clarity regarding the balancing way and communication procedure of intrinsic and extrinsic factors that can differ across circumstances. For example, the work culture and nature of work are different in alternative industries. A fast-food restaurant like McDonald's contributes alternative variable factors compared to a tech company. The purpose of this dissertation is to address the gap through the establishment of comprehensive knowledge of motivating approaches customised to the fast-food setting. Also, this will explore intrinsic empowerment and extrinsic incentives to drive performance. This will also explore whether there are individual or situational factors that moderate the effectiveness of certain motivators.    
[bookmark: _Toc158688908]1.4 Research Significance
The dissertation intends to offer prominent, in-depth information about the way in which workers optimise work performance through motivation within the fast-food industry. The strategy of intrinsic and extrinsic motivation offers opportunities to increase performance that create important implications for the broader fast-food sector. McDonald's is the largest global quick-service chain, so this can properly reflect these issues and strategies in the broader fast-food sector. Other chains are identifying the areas of improvement of productivity and human capital management to increase performance. The analysis will highlight effective practices that other chains require to increase efficiency and human capital management can potentially implement.
Also, the research creates a framework for further investigations into different implemented strategies across different fast food job functions. This can examine whether front-line customer service professionals respond better to intrinsic or extrinsic motivators than kitchen personnel. The initial research concentrates on the establishment of intrinsic empowerment and extrinsic incentives to promote employee success. Future studies can establish the findings to provide a deeper understanding of optimising motivation techniques. This can offer specific roles and career stages within fast-food chains and extend the investigation to other restaurant formats. According to Kusumawatiet al. (2023), the fast-casual and full-service establishments within McDonald's create different operating models from alternative perspectives. The findings of the research can help to provide additional research information that can develop productivity and satisfaction and simultaneously refine the understanding of the future scope in this segment.   
[bookmark: _Toc158688909]1.5 Research Hypothesis
The use of a combination of intrinsic and extrinsic motivational techniques within McDonald's contributes to the effectiveness of employee performance, leading to a positive outcome, which is the key research hypothesis. The null hypothesis claims that there is no substantial difference in employee performance when applying entirely intrinsic, only extrinsic, or both intrinsic and extrinsic incentive strategies. On the other hand, the alternative hypothesis claims that the employees perform better than each group alone when employees are motivated using a combination of intrinsic and extrinsic strategies. The independent variables are the type of motivation, including intrinsic only or extrinsic only, as well as the combination of both intrinsic and extrinsic techniques. The dependent variables are the employee performance outcomes. These include the productivity of employees and the satisfaction of consumer participation along with retention for overall development. This hypothesis claims that the balance of intrinsic motivators with the support of extrinsic incentives will contribute the highest positive impact on the performance metrics of the workforce at McDonald's. 
[bookmark: _Toc158688910]1.6 Research Aim
The dissertation intends to contribute to exploring and developing an understanding of the way intrinsic motivators and extrinsic motivators influence the outcome of employee performance. This performance depends on the productivity and participation of the workforce, leading to developing consumer satisfaction within the McDonald's food chain. 
[bookmark: _Toc158688911]1.7 Research Objective
· To investigate the relationship between employee performance at McDonald's and intrinsic motivators such as job happiness, autonomy, and meeting personal needs. 
· To evaluate how McDonald's employee performance is impacted by extrinsic motivators such as incentives, recognition, or chances for career progression. 
· In order to comprehend possible synergies, it is important to determine how internal and extrinsic motivators work in tandem to influence employee performance. 
· To provide organizational procedures and tactics that help improve McDonald's employees' motivation, both internal and external. 
[bookmark: _Toc158688912]1.8 Research Question
· What effect do work satisfaction, autonomy, and meeting individual needs have on employee performance at McDonald's?
· How do incentives, acknowledgement, and opportunities for growth impact employee performance at McDonald's?
· How do intrinsic and extrinsic motivators work together to influence employee performance at McDonald's?
· What organisational strategies can McDonald's implement to increase the effectiveness of extrinsic and intrinsic motivators in improving employee performance?
[bookmark: _Toc158688913]1.9 Chapter Summary
This chapter offers a rationale for the research with justified research significance. This identified a research gap as well as a future scope for further research of the intrinsic and extrinsic motivations and the influence of these on employee performance in McDonald's. 
[bookmark: _Toc158688914]2.0 Literature review
[bookmark: _Toc158688915]2.1 Chapter overview
This section of the literature review will explore the pivotal position of intrinsic and extrinsic motivation in optimising worker performance, focusing on the context of McDonald's. By analysing existing studies, this bankruptcy seeks to uncover key insights into how motivational factors have an impact on worker productivity in the dynamic fast-meals enterprise.
[bookmark: _Toc158688916]2.2 Themes
[bookmark: _Toc158688917]2.2.1 Exploring the Nexus between Intrinsic Motivators and Employee Performance in the Fast-Food Industry of McDonald's
According to the research of Raho (2021), the exploration of the nexus among intrinsic motivators and worker overall performance inside the rapid-meals industry, with selected attention on McDonald's, warrants a critical evaluation to resolve the complexities of this dating. In the current artwork landscape, intrinsic motivators, which include assignment satisfaction, success and reputation, play a pivotal role in shaping worker engagement and productivity. McDonald's, as an outstanding participant within the rapid-food region, gives a compelling context for this evaluation. First and foremost, intrinsic motivators, at the same time as correctly harnessed, have the capability to noticeably beautify employee performance. Job pleasure is an essential intrinsic motivator that has been associated with improved commitment and exuberance among employees. Therefore, an essential examination of the intrinsic motivators at play in McDonald's calls for an in-intensity evaluation of approaches to task satisfaction and its subsequent impact on overall performance metrics. MacDonald constantly works to encourage the decision-making areas for the employees by contributing proposals to increase retail procedures. Also, internal programmes like 'The Outstanding Crew Member of the Month' acknowledged exceptional employees; this created a sense of purpose and achievement within the workforce (‌Statista, 2023).
Additionally, from the viewpoints of Karlsson and Åkerhag (2022), the nexus between intrinsic motivators and worker performance needs an exploration of the position of success and reputation. McDonald's, with its hierarchical structure and standardised processes, gives a very specific way to evaluate how intrinsic motivators make a contribution to individual and collective accomplishments. Recognition for achievements, whether through formal acknowledgement or casual appreciation, can foster a superb painting environment, using personnel to excel in their roles. Critically comparing the effectiveness of McDonald's mechanisms for acknowledging achievements is crucial to knowing the dynamics of intrinsic motivation inside the speedy-meals industry.
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[bookmark: _Toc158197856][bookmark: _Toc158197936]Figure 3: Overview of McDonald's in Australia
Source: (ToughNickel, 2022)
However, according to Figure 3, McDonald's revenue is forecast to gain an annualised progress ratio of almost 3.9 per cent over the past 5 years from 2016 to 2017 to reach almost $19.3 Billion, which is a critical discussion that needs to also deal with functionality demanding situations and barriers. The rapid-paced nature of the enterprise coupled with the repetitive nature of sure duties in McDonald's can also pose limitations to preserving high levels of intrinsic motivation. The everyday nature of fast-food paintings can now and again result in monotony that possibly diminishes the effect of intrinsic motivators over time. Understanding how McDonald's addresses and mitigates those demanding conditions is important for a whole critique of the intrinsic motivators at play. 
Furthermore, from the viewpoints of Kaur and Kaur (2023), an important examination should not forget the interaction between intrinsic and extrinsic motivators, recognising that each instruction of motivation can influence worker performance. At the same time, intrinsic motivators may additionally pressure an experience of purpose and personal pleasure that the extrinsic motivators, consisting of aggressive wages and benefits, are also indispensable components within the fast-food company. A nuanced evaluation should discover how McDonald's balances the motivators to create a holistic approach that maximises worker universal performance. 
The intrinsic motivators including the feeling of purpose along with the success of the company and personal growth can be a beneficial influence on employee performance. The largest food franchise in the world is known as McDonald frequently lacks features that meet intrinsic requirements. According to Jovanović et al., (2019), the scope of Repetitive jobs with an office design that prioritises speed and efficiency reduces possibilities for autonomy, creates scope of learning, and uses unique abilities. This might lead to a decrease in intrinsic drive over time. McDonald's can take some steps that can increase intrinsically rewarding aspects of work. Also, they can offer training programs for important new skills to make capable employees with multiple responsibilities that can establish a greater sense of achievement and competence. The rotation of workers with different roles increases variety. According to Jovanović et al., (2019), this can help to identify individual contributions through praise and opportunities for advancement. The technological efficacy can offer streamlined processes that could reduce intense time pressures and enable workers to focus less on speed and more on customer service and quality.

[bookmark: _Toc158688918]2.2.2 Examine the influence of Extrinsic Motivators on Employee performance in the fast-food industry: A Focus on Rewards, Recognition, and Career Advancement at McDonald's.
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[bookmark: _Toc158197857][bookmark: _Toc158197937]Figure 4: Employee recognition
Source: (Wickham, 2023)
Offering clear opportunities for advancement in a job is very important in motivating people. Workers are more inclined to put time and effort into their jobs if they can move up in the company. A recent study by Osman (2022) showed that fast-food workers who were given chances to advance in their careers tended to work harder and do better at their jobs. McDonald's "Career Pathways" program helps employees learn new skills and grow in their jobs (McDonalds, 2022). This can make them work better and be happier at work. The National Restaurant Association (2023) predicts $997B in food service revenues in 2023, led by increasing menu pricing. The food service sector is expected to add 500,000 jobs by 2023, reaching 15.5M and exceeding pre-pandemic levels. 92% of restaurant owners believe food costs are a significant concern. 47% of operators anticipate competition to increase in 2023, while 84% of customers prefer dining out with family and friends to cooking and cleaning (NRA, 2023). These numbers demonstrate how extrinsic motivators boost employee happiness and operational efficiency. Although external rewards can have a good impact, it is also essential to consider the problems they might cause. Focusing too much on rewards without fixing the real problems at work could only motivate people in the short term. Moreover, people's cultures and personal differences can affect how they see the importance of rewards from outside sources, showing the need to devise different ways to motivate each person (Emmanuel and Nwuzor, 2021). 
In conclusion, rewards, recognition, and opportunities for career growth can make a big difference in how well employees do their jobs at fast-food restaurants like McDonald's. Both research and real-life examples show this. Adding these motivators is a good idea because it lines up with data showing that they help people work better and be happier at work. As McDonald's keeps improving its plans, understanding how rewards and good performance go together can be a key to success for the company in the fast-food industry.
Intrinsic motivators alone may not compensate for low wages, but supplementing them could positively impact employee engagement throughout their performance and retention within MacDonald. On the other hand, extrinsic motivators conclude about the rewards, recognition and opportunities for advancement of career and significantly influence the performance of the employees in the fast food industry. As per the views of Ferineet al., (2023) these extrinsic factors play an important role as it depends on the physically demanding and repetitive nature of the work. small tokens of appreciation like complimentary meal certificates can increase morale and productivity. Public recognition through displays in stores and corporate newsletters helps workers feel valued. As per the views of Utama et al., (2020) the employees of McDonald's place a high value on competence-related awards and diplomas for perfect attendance. The monetary incentives for high performance objectives along with bonuses tied to sales targets, are important. 23% of McDonald's US employees believe the corporation promotes progression. Greater investment in leadership training and clear promotion procedures might help retain employees by meeting their requirements for status to extrinsic incentives through career advancement. 

[bookmark: _Toc158688919]2.2.3 Exploring the Symbiotic Relationship between Intrinsic and Extrinsic Motivators: Enhancing Employee Performance in the Context of McDonald's
Both Extrinsic and Intrinsic motivators offer a driving force for improving employee performance in any organisation. The symbiotic relationship of these motivators is crucial to explore to get insightful information about the impacts of employee performance at McDonald's. Employee behaviour and performance can be shaped in different ways through external or intrinsic motivation. According to OMAR (2021), extrinsic motivation is the dimension where external forces such as recognition, reward, and a positive working environment are considered, and intrinsic motivation has a strong connection with personal challenges, self-motivation, and curiosity. Intrinsic motivators invest in finding an interesting area of the job role through skill development, mastery in the department, and autonomy in decision-making. Integration of both motivations together can leverage performance and confidence. Synergistic effects of integration are generally helpful to improve performance and productivity as extrinsic motivation propels intrinsic motivation in individuals. Moreover, harmonious and affectionate relationships among employees enhance a sense of solidarity, which eventually increases motivation levels.
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[bookmark: _Toc158197858][bookmark: _Toc158197938]Figure 5: Catergorization of Extrinsic and Intrinsic Motivation
Source: (Kappen et al., 2016)
Figure 5 highlights the categorisation of different kinds of motivation, which shows that the motivated behaviour layer is affected by both kinds of motivation. Extrinsic and intrinsic motivations together can speed up and strengthen the motivation of an employee. McDonald's not only provides skill developmental training for technical skill enhancement, but the company ensures personal growth and development of its employees to foster better self-motivation among employees, leading to high performance, as mentioned by Rohiatet al. (2023). McDonald's has worked on enhancing external motivation to create a proper symbiosis with the internal motivation of employees to gain optimum performance and employee satisfaction. The reward system of McDonald's, along with performance metrics, creates a balance between both motivations through an external sense of recognition and internal self-satisfaction. Fostering a sense of autonomy and empowerment among employees, McDonald's amplifies intrinsic motivation through external motivation to gain better results in performance metrics.
According to Bhagwandeen (2021), extrinsic and intrinsic job factors together work to enhance job satisfaction and low turnover rate inside McDonald's, although extrinsic motivations such as recognition, promotion, incentives, and favourable policies are more impactful than intrinsic motivations. Extrinsic and intrinsic motivation altogether act as a positive driving force for McDonald's employee performance enhancement through their training and reward system. However, effective and tailored interventions are necessary to expand the motivational effect altogether because disbalance can occur if the relationship of particular motivations is not understood by McDonald's. Appropriate strategy implementation is important to achieve the combined impact of both motivations.
Extrinsic and extrinsic motivation frameworks can influence the work attitude and innovation of employees because self-determination can be accelerated through the symbiosis of both motivations, as mentioned by Venketsamy, A. and Lew (2022). Working behaviour can influence the organisational performance of employees, which is the result of strong extrinsic motivation from the organisation. Extrinsic motivation, such as a positive work culture inside McDonald's, can enhance the intrinsic performance of employees, which eventually leads to a positive working attitude and better performance of employees. The symbiosis of both motivations acts as a strong cluster to motivate employees for performance improvement. 
[bookmark: _Toc158688920]2.2.4 Optimising Employee Motivation at McDonald's: Strategies and Organisational Practices to Enhance the Synergy of Intrinsic and Extrinsic Motivators
McDonald's is one of the largest food chain companies, which operates a large workforce. MacDonald prioritises employee motivation to enhance their business performance as it understands the importance of extrinsic and intrinsic motivation on employee performance. The company's inclusive work environment encourages all employees irrespective of their geographical and cultural differences, which acts as a positive extrinsic motivator in McDonald's workplace. DEI (Diversity, equity, and inclusion) initiatives of McDonald's strategies highlight their external motivational effort for all employees, as mentioned by Barber (2023). Learning and training opportunities for employees enhance employee engagement and dedication in the company by fostering extrinsic motivation for them. This DEI-based training acts as a synergic force on intrinsic and extrinsic motivators to ensure organisational goals.
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[bookmark: _Toc158197859][bookmark: _Toc158197939]Figure 6:Recognition and Motivation Impact on Employee Performance and Engagement
Source: (Williams, 2023)
Figure 6 has highlighted the impacts of employee recognition and motivation on employee performance and engagement. 72% of employees feel recognition is a strong force to elevate employee productivity and performance, whereas communication strategy is also recognised as a strong motivation for 70% of employees. Performance metrics and corporate goal alignment with employee objectives are also considered factors for gaining success.
McDonald's offers scope for improvement and personal development to the employees through skill development programmes and training, which increase the intrinsic motivation among company employees. Cultivation of a positive and inclusive work culture, compliance with all employee rights and acts, and equal pay commitment for all employees with the same job role make McDonald's position strong in motivating its employees externally. The rewards system and equal payroll structure of McDonald's propel the intrinsic motivations of its employees to achieve better performance and higher outcomes. Reward systems involving medical pay, benefits, incentives, appraisal, and promotions of McDonald's have a crucial and positive impact on employees' performance and innovative work behaviour, as mentioned by Duru et al. (2023). Competitive, transparent, and non-discriminatory benefits of the company enhance the self-motivation of employees to ensure their better productivity aligning with the organisational goal of McDonald's. Moreover, employee empowerment and a sense of autonomy in the work environment enhance the work performance of the intrinsic motivators and eventually lead to high organisational performance through these practices. Educational training for food safety and skill development are also considered external motivational forces for the employees as these forces allow employees to be dedicated to their work, bringing change to their performance metrics. McDonald's scheme for performance bonuses with a hike in performance metrics inspires its employees both intrinsically and extrinsically. 
The proper balance of intrinsic and extrinsic motivators is managed through the employees of MacDonald. A hybrid strategy is most beneficial for the company which can empower the workers to request feedback on procedures and offer more diverse difficult situations. According to Zubair Ahmed Pirzada et al., (2020), the training of the organisation promotes the organisation's responsibility and autonomy and stimulates internal motivation for competence and self-direction. McDonald's may tie awards to individual and team success extrinsically. crew members place a high value on rewards for excellent customer service ratings to accomplishments of sales milestones and objectives. On the other hand, Token acknowledgement creates a scope for success certificates shown in public, promoting morale. the evaluation and feedback to direct employees to assign tasks that reach their capabilities and interests. The rotation of responsibilities can ensure that no one is stranded permanently. Also, Career pathways with defined milestones and transparent promotion procedures stimulate advancement desires. 
[bookmark: _heading=h.dk296b2gxx4v][bookmark: _Toc158688921]2.2.5. cultural impact on Motivation with a cross-cultural analysis within McDonald’s
Culture undoubtedly impacts motivation as it is important for mitigating stereotyping cultural groupings within an organisation. According to Khan et al., (2022), the present scenario demonstrates that there is enormous diversity within cultures and the characteristics mentioned are valuable foundations to investigate cultural trends. Also, Individual characteristics along with situational conditions create a scope of exposure to foreign cultures all influence motivation. The cultures are based on the dynamic landscape of norms, beliefs, and practices changing throughout time. On the other hand, The classification of societies as individualistic is especially vulnerable to oversimplification. Individual success and identity come from Collectivistic cultures and in contrast individualistic cultures value communal connection and peace. Mcdonald as a food joint company with a well-recognized global footprint reflects a culture of an evolving relationship not only dependent on masculinity and femininity concepts. According to Ballangrudet al., (2020), the rigid nature of gender discrimination can be challenging for increasing motivation and accomplishment within an organisation. This concept is very clear for McDonald's as they are open to all cultures with a diverse workforce. 
power distance contributes to a deeper understanding of power and hierarchy. This idea becomes challenging as the high-power distance culture does not engage with these cultural concepts. people frequently discover methods to influence choices and results even in hierarchical structures. Also, Leadership style and organisational structure play a more important role than cultural trends. The rational connection of uncertainty appears for innovation and risk-taking evidence that suggests that the relationship is inconsistent. The technological demand and business demand evolving within the organisation make the agility across cultures more demanding. Also, Tolerance for ambiguity and change is likely to be more context-dependent than cultural in McDonald's. The two types of motivators intrinsic and extrinsic motivators impact the performance of the employees as well as increase interest, and satisfaction and create a seamless workflow. The extrinsic motivators come from the outside and the intrinsic motivators come from the inside. McDonald's operates a vast fast-food chain worldwide and works in a highly competitive and standardised industry. This is the reason this company has intrinsic and extrinsic motivators. As per the views of Dass and Vinnakota, (2019), the use of intrinsic motivators can provide opportunities for learning and development with the help of feedback as well as learning and training. Also, this can create a positive work environment to encourage the involvement and empowerment of employees. On the other hand, the extrinsic motivators of McDonald's offer competitive and fair compensation and help to develop the recognition and rewarding achievements of employees to incur consumer satisfaction and employee safety. As per the views of Dass and Vinnakota, (2019), the company increased pay by an average of 10% at corporate-owned stores to help recruit and retain the talent. Also, Zubair Ahmed Pirzada et al., (2020) argue that the employee motivators concepts empower the company very much so that they offer paid time off, leadership training programs as well as assistance as extrinsic motivators. intrinsic motivators like involvement and growth advantages empower 70% of employee participation at top-performing companies. The company has multiple restaurants and these are all operated through franchises with cultural variations. Also, the company operates corporate training and initiatives to use both of these motivators to increase the performance in overall workflow. 
[bookmark: _heading=h.kzwu9fz7yzie][bookmark: _Toc158688922]2.2.6 The role of leadership in creating motivation within McDonald
Employee motivation at McDonald's heavily influences leadership as effective leaders establish settings that increase motivation strategies to develop a vision and facilitate growth for providing support and modelling desired behaviours. the vision and culture that provide importance to quality, service, community and diversity to build executives at McDonald's. As per the views of Atan and Mahmood, (2019), this contributes to a sense of purpose and direction to employees. This makes a major investment in training programs and tuition aid to develop professional growth. Promotion from within and rewarding the success of employees increases engagement to meet intrinsic desires for growth and recognition. The company explores the exceptional motivators for each individual to develop a good quality of income, flexibility as well as challenge. The empowerment of employees team cohesiveness and trust for store leaders for addressing problems. Dudovskiy, (2022) claims the contribution of feedback to modelling a strong work ethic to concern for customers as well as management training courses centred on motivating strategies. franchisees with motivated leaders achieve greater levels of customer satisfaction and sales success. The everyday employee experience developed through supportive management and open communication for modelling desirable attitudes to actively influence everyday performance. The investments in leadership can systematically motivate programs and individuals to develop employee engagement from this to actively increase the productivity across the workforce of McDonald's.  
The development of effective leadership impacts a motivational performing team in the fast food sector. This may have a substantial impact on staff motivation and organisational performance. Also, according to Hai et al., (2021) the inspiration to motivate employees as well as the workforce is developed with the help of transformational leaders as they are capable of empowering workers and developing an inspired organisational culture. transformational leadership showcases their power to empower and motivate workers and McDonald's is no exception regarding this. This can help to increase job satisfaction, and performance in the service business. Nine senior managers supported McDonald’s leadership team to contribute to specific and diverse aspects. The company believes that working together is essential for team management and creates a culture of cooperation to communicate with others and trust among employees to identify collective efforts. Also, the constant effort of its products and processes to adapt to the changing needs of its preferences to communicate the encouragement for being innovative and creative to new opportunities. Dudovskiy, (2022) claims that meeting and exceeding the expectations of the company depends on the leadership management of McDonald. The transformational leadership of Chris Kempczinski can encourage employees with his transformational leadership qualities to bring satisfaction to consumers and develop improvement of the community. He serves as a role model for a strong work ethic and cultivates trusting and respectful relationships. On the other hand, servant leadership contributes to the demands of the followers to the interest of leaders. The well-being of the employees for listening actively and offering helpful monitoring increased the workflow and developed a well-organised culture in the organisation. As per the views of Zargar et al., (2019), Chris Kempczinski has the quality of servant leadership along with transformational leadership as he experienced multiple types of difficult situations in decision-making procedure. MacDonald has been involved in multiple lawsuits and claims including sexual harassment and racial discrimination over the company code of conduct. Also, the negative impact of the company on animal welfare and health or environmental issues was claimed. At that time Chris Kempczinski balanced the economic interests with its social and environmental responsibilities to showcase the dedication of the company towards corporate social responsibility. 

[bookmark: _Toc158688923]2.3 Empirical Review
According to the research of Raho (2021), in the context of a United Kingdom franchised, speedy-food surroundings, an empirical assessment of Employer Branding shows a noteworthy dating with employee overall performance and intention to leave. The study examines the impact of a sturdy enterprise brand, mainly inside the McDonald's franchise, on worker engagement and commitment. Positive enterprise branding is created to decorate employee performance and reduce the likelihood of turnover, emphasising the important role of a good organisational photo in attracting and maintaining skills inside the fast-meals zone. 
Additionally, from the viewpoints of Kaur and Kaur (2023), the investigation of the connection between worker empowerment, overall performance, motivation and job pleasure demonstrates a vast interaction. Empowered personnel inside the rapid-meals enterprise, including the ones at McDonald's, showcase heightened motivation, mainly to advanced task pleasure and usual performance. This highlights the significance of fostering a way of life of empowerment to decorate worker effects in phrases of motivation, task delight and performance. 
Overall, Karlsson and Åkerhag (2022) stated that the company McDonald's dedication to social duty projects, which include sustainable sourcing and community engagement, has been discovered to definitely impact its brand image. This contributes to customer loyalty and tremendous public opinion.

[bookmark: _Toc158688924]2.4 Conceptual framework
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[bookmark: _Toc158197860][bookmark: _Toc158197940]Figure 7: Conceptual Framework
Source: (Self-made)


[bookmark: _Toc158688925]2.5 Literature gap
The current study on leadership and motivation is focused on Western cultural contexts and major business settings. Also, there is a gap in the existing literature on the way leadership affects workers' motivation in non-western cultures and small to medium-sized businesses. future study may take at motivating leadership styles and their outcomes in multiple situations for closing the gap. According to Lee et al., (2019), the research may examine the efficiency of transformational and servant leadership in encouraging motivation in individualistic vs collectivistic societies. The researchers should look at motivational leadership in multiple types of informal and interpersonal cultures rather than huge firms. The survey of the franchise owners of McDonald's explores the fast food staff on leadership techniques and their relationship to motivation may provide helpful findings. 
According to Ballangrudet al., (2020), longitudinal data on franchisee leadership techniques impacts the indicators including satisfaction with retention and performance over the long term is sometimes useful. Also, the investigation can affect the customised training for franchise owners on motivating leadership skills. A future study is required to understand the way power distance uncertainty avoidance and gender discrimination affect motivation across cultures. The research gap can be bridged by motivating leadership models that are more inclusive and context-sensitive. Also, it may assist McDonald's in optimising leadership methods to improve staff motivation and performance on a worldwide scale. According to Ballangrudet al., (2020), McDonald's has estimated 38,000 outlets in more than 100 countries indicating a vast worldwide reach. The cross-cultural study creates a scope for motivating leadership strategies and outcomes. The employees and consumers depend on cultural factors with individualism, power distance as well as uncertainty avoidance. They monitor the way localised leadership training for franchise owners affects motivation and performance measures over time. Also, McDonald's increases the services through channels including delivery with opportunities to identify the way leadership strategy adapts to more digitised and automated processes.

[bookmark: _Toc158688926]2.6 Chapter Summary
This section delves into intrinsic and extrinsic motivation's impact on worker performance at McDonald's. Analysing task pride, popularity and the interaction with extrinsic elements, it uncovers complexities within the speedy-meals industry. The bankruptcy offers precious insights into optimising strategies for improved worker performance within the unique context of McDonald's. 

[bookmark: _heading=h.1ci93xb]

[bookmark: _Toc158688927]3.0 Methodology
[bookmark: _Toc158688928]3.1 Chapter Overview
This methodology chapter outlines the research design and the approaches used to investigate the role of intrinsic and extrinsic motivation in enhancing employee performance at McDonald's. It justified the utilisation of qualitative case study methods, the primary data collection, and the procedure of analysis, addressing the ethical considerations and acknowledging the potential limitations, assuring the rigours and insightful process of research. 
[bookmark: _Toc158688929]3.2 Research Philosophy
This research adopted the Interpretivism philosophy, determining the complex and subjective nature of human experiences within the Organisational Context. Interpretivism aligns with the belief that social phenomena, like motivational performance in the working zone, cannot be fully recognised through appropriate objective statistical methods. Instead, it discloses the importance of exploring the perceptions of individuals, meanings, and interpretations of their experiences (Van, 2020). 
This study uses Interpretivism to fully grasp the complex relationship between intrinsic and extrinsic motives and worker efficiency at McDonald's. This method recognises that each individual has a unique perspective and appreciates the influences of personal, cultural, and environmental aspects on their motivations. The research aims to understand the depth and complexity of employees' intrinsic contentment and reactions to external incentives via qualitative techniques, including document analysis and theme analysis.
Interpretivism also aligns with the recognition that subjective realities shape the dynamics of organisations and meanings that are constructed socially (Pervin and Mokhtar, 2022). By adopting the philosophical perspective, the researcher advances a more comprehensive understanding of the complex interactions among all the motivations in this research for the setting of McDonald's, thereby promoting a greater understanding of the range of the motivations that influence the performance of the workers in the fast-food sector. 
An interpretivist philosophy created a scope of investigation of the impact of intrinsic and extrinsic motivation in developing the performance of employees at McDonald's. As per the views of Junjie and Yingxin, (2022), interpretivism claims that reality is subjective and a product of society. personal experiences, beliefs, and perspectives influenced motivation which is a multipurpose psychological phenomenon. Analysing the subjective interpretations, they attribute to work incentives and rewards within McDonald's. Also, an interpretivist method allows the researcher to understand motivational factors through the perspective of the workers of McDonald's. Interpretivism created a beneficial aspect in the finding of the way social settings and norms inside culture impact the motivation processes of McDonald's. 
[bookmark: _Toc158688930]3.3 Research Approach	
The methodology employed in this study is an inductive one, which is an upward process to find the trends and insights that are present in the data. In opposition to deductive thinking, the inductive method places more emphasis on the creation of hypotheses and generalisations based on individual observations. This system, which centres around examining the impacts of both extrinsic and intrinsic drives on specialist efficiency at McDonald's, is predictable with the subjective person of the exploration (Eger and Hjerm, 2022).
The reasoning behind the use of an inductive approach is its fittingness for exploratory examination, which allows a broad investigation of the confounded idea of inspiration for staff in the cheap food area. The assessment starts with explicit models, including staff perceptions and authoritative cycles at McDonald, to find dreary models and examples that aide in the development of extra thorough calculated systems. Inductive thinking functions admirably since it considers adaptability in answering new data in the hour of managing the multipurpose idea of human circumstances, (Dalati, 2021). This technique can distinguish that data about spurring factors are reliable as more exploration is coordinated with time. This exploration endeavors to create setting explicit information through the inductive focal point, and demonstrates the comprehension of the interaction. This is coordinated among the characteristic and outward inspirations and their impact on the exhibition of the worker.
[bookmark: _Toc158688931]3.4 Research Method
The interaction by which the central course of the exploration can be used is known as the Research Method. To explore the complex components of inner and outward motivation influencing expert execution at McDonald's, this study uses an emotional way of thinking. The assurance of emotional investigation begins from its capacity to address the assortment and complexity of human experiences, giving significant perspectives on the individualized parts of motivation in the setting of an association totally (Kumari, 2023). The clarification for involving a subjective method is its reasonableness for managing diverse research demands, particularly those disrupting human approach to acting and motivation. Finding designs in agents' reactions to outside inspirations and exploring alternate points of view are made possible by emotional strategies like report appraisal and subject assessment (Kaur, 2023). This approach sees the important piece of what workers experience at McDonald's and highlights the importance of comprehending the importance people join to their business. By bringing down into the lived encounters of delegates, this procedure adds to a more noteworthy perception of the strong parts driving execution inside the striking setting of Mcdonald's, concurring with the survey supposition to reveal the intricacies normal in the space of staff inspiration.
The scope for in-depth understanding to encourage employee motivation within McDonald's is prominently increased with the help of qualitative methods. According to Hamilton and Finley, (2019), researchers can explore the aspects with proper meaning and subjective experiences to motivate them through this method. Also, the Qualitative method created a scope for employees of McDonald's on the effectiveness of intrinsic elements like success that develops growth and many more prospects compared to extrinsic factors including incentives or perks in terms of workplace performance. According to Hamilton and Finley, (2019), qualitative data can reveal complicated motivational processes and insights that surveys cannot. On the other hand, this method can help to understand the meaning of assigning tasks to workers. This can be Motivated with elements in their own words is essential and increases the role intrinsic and extrinsic motivation play in driving employee performance.   

[bookmark: _Toc158688932]3.5 Research Design
The research design is the interaction that prompts giving a nitty gritty record of the examination factors inside the specific setting. To deliberately look at and outline the momentum state of both inspirational variables and their impact on specialist efficiency at Mcdonald's, this study utilizes an engaging descriptive design. To give a careful clarification of the propelling components inside the specific hierarchical setting, the elucidating configuration was picked. With this strategy, existing occasions are firmly noticed, recorded, and broke down without altering their common environment. (Noorazemet al., 2021).
The reasoning behind utilizing a descriptive plan is that it is reasonable for inspecting the better marks of inspiration among laborers at Mcdonald's, giving an intensive outline of the ongoing conditions. Utilizing subjective methods like subject and record examination, the exploration looks to give a reasonable picture of hierarchical techniques, interior fulfillments, and responses to outer inspirations. By recognizing subjects and patterns that add to a more nuanced information, the graphic plan makes it simpler to offer an exhaustive image of the ongoing circumstance of worker inspiration (Thorpe et al., 2020). This system fits with the review's objectives of enlightening the perplexing exchange among extraneous and characteristic inspiration in the cheap food industry. This thinks about the course of action of canny information on the intricate collaborations between pushing parts that impact representative execution at Mcdonald's.
A research can be identified with an explanatory research design which is well-suited for the research on employee motivation at McDonald's. This type of research requires a proper profile of a phenomenon to provide detailed information. This particular research design enhances the topic depth and predicts the future occurrences. According to Siedlecki, (2020), this research identifies the movement and connection between intrinsic and extrinsic motivating elements for developing employee performance of McDonald’s. Also, this design can help the research to offer an appropriate presentation of motivational orientations and sources to develop procedures of McDonald through the collection of data and observations. Also, researchers can be enabled to answer questions with the help of explanatory design about what motivates people in the way that influences performance to the relationship between intrinsic and extrinsic incentives.   

[bookmark: _Toc158688933]3.6 Data Collection	
The data collection strategy is the technique that includes the assortment of information from solid sources to impeccably assess the examination and to create positive results eventually. This exploration is led through primary data collection methods for investigating the mind boggling associations among inherent and extraneous inspiration and worker execution at McDonald's (Crick, 2021). Optional information gathered from existing solid sources like insightful articles, diaries, reports, manuals of preparing, HR strategies, and the yearly reports of the associations make the reason for an exhaustive examination. The utilization of primary data lines up with the qualitative approach of the review, accommodating an inside and out assessment of the acts of the association and the experience of the workers inside McDonald's.
The availability of extensive primary records that provide insightful analysis of long-term patterns and developments made it possible to gather primary data. By analyzing documented documents, it is possible to thoroughly examine the organization's intrinsic factors, such as job satisfaction and autonomy, as well as the organization's extrinsic factors, such as prizes and opportunities for career advancement (Nigar, 2020). As well as tending to useful constraints, optional information gives a fast and reasonable method for getting data.This approach acknowledges the constraints posed by the absence of particular settings or real-time data. Still, it guarantees a thorough investigation of internal and extrinsic motivators throughout the years in the fast-food sector.
The collection and identification of primary data would provide a useful context for employees to motivate McDonald's. As per the views of Sileyew (2019), primary data sources can provide business reports on remuneration and their benefits in workplace culture initiatives through interviews. Also, baseline assessments of key extrinsic and intrinsic motivators and their correlations provide the performance of the company through primary data that can support primary research. This collection supported the incorporation of internal McDonald's data and an external industry insight contextualises and enhances the core data collection. 

[bookmark: _Toc158688934]3.7 Data Analysis	
Data analysis is the process that leads to the actual analysis of the entire research process for creating successful research. The tool of choice for examining the abundance of primary data gathered in this study on the effects of intrinsic and extrinsic motivation on employee performance at McDonald's is thematic analysis of information based on interview questions. By finding, examining, and summarising patterns or interview themes in the information, this method allows for a thorough investigation of the complexity involved in employee motivation. 
Through a methodological analysis of real time data, recurrent interview themes about intrinsic and extrinsic motivators may be identified. These interview themes, which include possibilities for professional growth, autonomy, incentives, and job satisfaction, elucidate the complex nature of motivating factors in the fast-food sector.
An in-depth investigation of the data is ensured by the systematic and iterative procedure for thematic data analysis. By revealing the complex interactions involving intrinsic and extrinsic motivation and providing insights into their combined effects on employee productivity at McDonald's, the interview themes that have been found will help to construct a full story. Moreover, 10 interview participants have been addressed in this study concerning the employees of McDonald.
[bookmark: _Toc158688935]3.8 Ethical Considerations	
In conducting this research, ethical principles are very important. Respect for intellectual property rights is maintained, along with proper authentication of data. This research adheres to the proper referencing style, upholding the integrity of the original documents. Anonymity and confidentiality are prioritised in handling primary data, preventing unauthorised access or improper use (Thorpe et al. 2020). Cultural sensitivity is eventuated to avoid misinterpretation in the context of McDonald's. The research strives for impartiality while acknowledging the subjectivity of interpreting information and giving proper credit to many points of view. The research process is guided by ethical concerns, which promote openness, dependability, and the appropriate use of information during the study.
[bookmark: _Toc158688936]3.9 Time Scale
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Table 3.1: Time Scale
(Source: Self-Made)
[bookmark: _Toc158688937]3.10 Chapter Summary
The entire methodology chapter can evaluate the method of the research on the role of Intrinsic and extrinsic motivators on employee performance in McDonald's. The primary and qualitative design of the methodology creates the perfect examination of the research context which can be pouring effects to create a robust data analysis in furthering this research and making proper outcomes at the end of the research. 
[bookmark: _heading=h.be6qk45pcumu]
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[bookmark: _heading=h.8tqwt831jknl][bookmark: _heading=h.o9ua3p9696gm][bookmark: _ouyh69sq5zlo][bookmark: _Toc158688938]Chapter 4: Data Analysis and Findings
[bookmark: _ufwc156b5ios][bookmark: _Toc158688939]4.1 Chapter overview
The chapter results and findings create a scope for identification and understanding of the results found from the discussions in the literature review. This can help to create an idea of the summary of findings with proper justifications.    
[bookmark: _vlz7jiq40jj4][bookmark: _Toc158688940]4.2 Primary Qualitative Findings
[bookmark: _6x526ql9gywc]Table 4.1: Based on themes and sub-themes
	Research objectives
	Sub-themes
	Interviews

	To investigate the relationship between employee performance at McDonald's and intrinsic motivators such as job happiness, autonomy, and meeting personal needs
	Employee performance, intrinsic motivators
	5, 6, 7

	To evaluate how McDonald's employee performance is impacted by extrinsic motivators such as incentives, recognition, or chances for career progression
	Extrinsic motivators and career progression
	8

	To comprehend possible synergies, it is important to determine how internal and extrinsic motivators work in tandem to influence employee performance
	Employee performance 
	8, 4, 5

	To provide organisational procedures and tactics that help improve McDonald's employees' motivation, both internal and external
	Employees' motivation
	3,4, 6,9


(Source: Self-developed)
Table 4.2: Summary of coded themes and research questions
	Coding
	Meaning
	Research questions

	Employee performance, intrinsic motivators
	Employee performance is increased by intrinsic motivation and personal level of fulfillment.

	Research question 1

	Extrinsic motivator and career progression
	McDonald's employees are driven by a set of external incentives for significant modes of career progression.

	Research question 2

	Employee performance 
	Employee performance refers to the growth of the employees in the workplace
	Research question 3

	Employees' motivation
	Employee motivation is impacted by adherence to organizational procedures and protocols.
	Research question 4


(Source: Self-developed)
[bookmark: _Toc158688941]Thematic code 1: Employee Performance and Intrinsic Motivators 
Intrinsic Motivators provided by the company are instrumental in increasing the effectiveness in the workplace. These programs equip together for the employees with the required knowledge skills and tools to perform their duties in a professional manner.  By offering intrinsic motivation for job rules and goals of the organisation the companies effectively also ensure that their workplace remains current with the best standards and practices of the industry. Nigh (2021) stated that training cultivates a culture of never-ending learning fostering growth of the employee and development. It not only increases the performance of the individual but also the team cohesion and productivity. In addition to all these, programs of training empowered the workers to adapt to the evolving technology and trends of the market and enabled them to tackle challenges with confidence and innovation. Interesting motivations play of vital role in developing the satisfaction of the consumer at McDonald's by fostering an effective mindset of the employee and increasing the quality of service.  Employees who are intrinsically motivated find self-fulfillment in satisfaction in their work beyond other rewards of an external nature. This interview theme has been identified in questions 5 5,6 and 7 and positive answers have been addressed by each of the participants. This intrinsic satisfaction also translates into greater levels of enthusiasm engagement and dedication towards providing exceptional service towards the customer. At McDonald's, the motivation to acknowledge interesting value among employees can lead towards a genuine desire to meet the needs of the consumers and Expectations exceeded. Employees would drive satisfaction from the delivery of effective services are most likely to go the extra mileage in ensuring a positive holding experience for the consumers. In addition to all these, they also exhibit behaviour such as attentiveness friendliness and problem wing which significantly contribute to the satisfaction of consumers and loyalty. Therefore, workers who are intrinsically motivated are more likely to own up to their tasks, which ameliorates the service of the customer and productivity. They consistently seek out various ways to enhance service quality and put those ideas into collective action. Fast food giant McDonald's also effectively encourages its employees to go above and beyond for customers by providing them with a correct working atmosphere, plenty of praise, and room to develop professionally. In the end, the happiness of the customers and great customer relationships are driven by the real care and devotion shown by employees who are intrinsically motivated at McDonald's. Intrinsic motivation includes rewards, the success rate in the organisation and so on. 
Therefore, by investigating the development of the employee, the company demonstrates their commitment towards nurturing and retaining talented skilled professionals.  Ultimately wealth in workers or employees is better equipped to meet the objectives of the organisation deliver exceptional outcomes and contribute the success in the long-term focus. Consequently, many companies provide programs of training and serve as a corner store for driving effectiveness and acknowledging the growth of sustainability in today's dynamic working environment as stated by Maspul and Almalki (2023). The optimisation of employee motivation and performance depends on the skill development programs or other performance-based rewards. The findings from questionnaires number 8 and 9 indicate that these can increase the scope of employee performance with the growth of productivity and innovation. According to Noorazem et al., (2021), McDonald's is very helpful in their organisational culture as they have established cultural support for all types of groups. But the overemphasis on external rewards can undermine intrinsic drive. The company creates intrinsic development through the advancement of opportunities and team success awards. However, the consequences of this scenario need a job rotation and transparent promotion of employees to increase employee performance. This strategy can integrate techniques that inspire individuals' internal purpose while giving external support. The demonstration of a strong leadership role has been identified in this study, the leadership role of CEO Chris Kempczinski performs as a transformational leader in McDonald's and encourages staff. The establishment of vision and support growth can generate a desired model with well behavioural culture in the workforce. According to Inam et al., (2023), this approach helps to create trust so they can organically engage workers. Quality leadership also generates extrinsic motivators like training programmes and possibilities for advancement. Also, Chris Kempczinski has both the potential for transformational and servant leadership techniques. This helps him to balance economic and social responsibilities with created crises.    
This particular theme addressed the depth of the interview question and the interviewer's opinion has been listed below based on this study. This entire theme has been acknowledged by interview question number 6 and therefore, the participants have answered this theme, which is listed below:
“Recognition for excellent service” (stated by interviewer 1)
“Opportunities for career advancement” (stated by interviewer 2)
“Job satisfaction from providing excellent customer service” (stated by interviewer 4)
“Feeling a sense of accomplishment from completing tasks” (stated by interviewer 8)
Based on the interview questions it identifies that intrinsic motivators like internal factors like satisfaction with success and recognition could increase the performance of the employees at McDonald's. On the other hand, the repetitive nature of a fast-food job could decrease intrinsic motivation gradually. According to Moon et al., (2020), the company should offer additional opportunities for skill development to work diversity and recognition. The progression of opportunities makes occupations satisfy intrinsic motivators.  The examples from the responses are as addressed below-concerning interview question number 7:
“Intrinsic motivation boosts morale, leading to better customer service” (Stated by interviewer 1)
“It fosters dedication and commitment, resulting in improved performance” (Stated by interviewer 2)
“It enhances job satisfaction, increasing productivity and efficiency” (Stated by interviewer 3)
[bookmark: _si3rqtfcv5ui][bookmark: _Toc158688942]Thematic code 2: Extrinsic Motivators and Career Progression
The findings of interview question 8 indicate that intrinsic and extrinsic motivators positively influence employee performance in a balanced manner at McDonald's. The recognition of employees depends on internal and external factors as they are working for both motivators. According to Akcam, (2020), this reason increases the organisational performance and contributes to retention in the fast food business at McDonald's. The "Career Pathways" programme of McDonald's provides preferences for promotion through training and skill development that connects with researchers indicating that workers contribute to growth opportunities and perform harder and more productively. A concentration on external incentives risks short-term thinking. A balanced strategy that incorporates both internal and extrinsic motivators is ideal. In contrast, the findings indicated extrinsic motivators involving salary or perks or any outside factors influence employee performance as well. The growth of the productivity of employees depends on the balance between intrinsic and extrinsic motivators and McDonald's should provide importance to maintain the balance between these two types of motivators as they are more focused on extrinsic motivators.  Therefore, this particular theme has addressed interview question number 4 and also this statement has been positively addressed by the following interviewees:
Yes, they help in advancing within the company (stated by interviewer 7)
Absolutely, they are beneficial for career progress (stated by interviewer 8)
Yes, they support career development at McDonald's (stated by interviewer 9)
Definitely, they assist in career progression within McDonald's (stated by interviewer 10)
Extrinsic motivations play a crucial role in advancing one’s career at the organisation McDonald's. The organisation offers comprehensive initiatives of training design to increase skills develop abilities of leadership and foster personal growth among workers (Karneli et al., 2023). Whether starting a crew member or entering the position of management the organisation McDonald's provides structured programs of training that cover different aspects of the job involving service of the customer, the safety of the food and operation and procedures. Participating in this program not only equips the employees with vital competence towards excellence, the certain present roles but also significantly prepares them for the progression of careers within their company. Through training the workers can acquire recent skills expanding their days of knowledge and demonstrating their readiness for enhanced responsibilities and roles of leadership. 
[bookmark: _3xihdx6gyczf][bookmark: _Toc158688943]Thematic code 3: Employee motivation
Employee motivations play a crucial role in advancing one’s career at the organisation McDonald's. The organisation offers comprehensive initiatives of training design to increase skills develop abilities of leadership and foster personal growth among workers (Karneli et al., 2023). Whether starting a crew member or entering the position of management the organisation McDonald's provides structured programs of training that cover different aspects of the job involving service of the customer, the safety of the food and operation and procedures. Participating in this program not only equips the employees with vital competence towards excellence, the certain present roles but also significantly prepares them for the progression of careers within their company. Through training the workers can acquire recent skills expanding their days of knowledge and demonstrating their readiness for enhanced responsibilities and roles of leadership. Therefore, this particular theme has addressed interview question number 7 and also this statement has been positively addressed by the following interviewees:
“Intrinsic motivation drives employees to deliver exceptional customer service” (stated by interviewer 1)
“It leads to employees taking pride in their work, resulting in better service” (stated by interviewer 2)
“It encourages employees to go the extra mile to satisfy customers” (stated by interviewer 3)
“Definitely, they assist in career progression within McDonald's” (stated by interviewer 4)
The culture has an influence on employee motivation within McDonald's was a vital part of this particular study this can lead to influencing employees and oversimplifying culture. The oversimplified culture can damage stereotyping. Also, as per the views of Rajawat et al., (2020) environmental elements create an addition to generalized societal standards. The workforce of McDonald's requires a comprehensive grasp of the way culture influences motivation. This can balance a strike between internal motivators like empowerment and external motivators including capital to adjust to diverse cultures. The training of McDonald's contributes to leadership and engages personnel in multiple cultural environments. On the other hand, individualized motivating tactics overcome cultural overgeneralizations to develop performance.  Collectively, this particular interview question number 9 has been addressed by several interviews and those are listed below:
Intrinsic motivation drives employees to deliver exceptional customer service (Stated by interviewer 1)
It leads to employees taking pride in their work, resulting in better service (Stated by interviewer 2)
It fosters a positive atmosphere that enhances the customer experience (Stated by interviewer 3)
It encourages employees to go the extra mile to satisfy customers (Stated by interviewer 4)

[bookmark: _867bmnwqc1jw][bookmark: _Toc158688944]4.3 Chapter Summary
This chapter identified the results of the discussed literature review with multiple interview themes to achieve the objectives with authentic data findings and analysis. This helps to create a scope for further discussions with the results identified from the literature review.
 
[bookmark: _ozh3ktgpvg0a]

[bookmark: _anuv3ohs3aeb][bookmark: _Toc158688945]Chapter 5: Discussion
[bookmark: _842s6ycnq2tf][bookmark: _Toc158688946]5.1 Chapter Overview
This chapter of the research study about the role of extrinsic and intrinsic motivation in employee motivation and performance enhancement critically discusses the major findings from the research questions highlighting the potential opportunities of McDonald’s in achieving substantial growth through enhanced employee performance. Moreover, the challenges of McDonald’s in exerting favorable motivations have been discussed here
[bookmark: _1bfkgzhejcsr][bookmark: _Toc158688947]5.2 Chapter Discussion
[bookmark: _sr28bx8bscyv]Interconnection of intrinsic motivation with employee performance 
This particular discussion has been done based on interview themes 5,6 and 7. Intrinsic motivation can amplify the overall employee performance within McDonald's by harnessing motivations such as job pleasure, recognition, and belongingness with the organisational environment. Intrinsic motivation is the driving force for ensuring employee engagement and experience resulting in substantial growth in the current food industry. Collective accomplishment along with individual accomplishment are encouraged through intrinsic motivation in the McDonald's context and recognised through several programmes such as 'The Outstanding Crew Member of the Month', best employee awards highlighting the efficiency of McDonald’s in enhancing intrinsic motivation (Karlsson and Åkerhag, 2022). Self-efficacy and a sense of belongingness are fostered through intrinsic motivation leading to enhanced customer service, a positive work environment, and standard service quality. Personalised opportunities and scopes for skill development and engagement propel work efficiency and productivity using intrinsic motivation (Jovanović et al., 2019).
Evaluation of McDonald's practices in providing motivation highlights the difficulties of McDonald's in enhancing performance through intrinsic motivation due to its rigid and repetitive working roles and infrastructures. Repetition in certain duties confines the exploration within the job role which decreases the intrinsic motivation creating barriers to performance growth. However, positive answers have been acknowledged in this study based on all the interview questions related to this particular sub-theme. These additional opportunities and skill enhancement programmes are necessary to increase the motivation level among McDonald's employees by reducing the monotony of job duties. On the other hand, the intertwining between intrinsic motivation and extrinsic motivation requires acknowledgement to maximise the ability of intrinsic motivation (Kaur and Kaur, 2023). McDonald's rewards and recognition strategies are considered as intrinsic motivators to increase employee engagement decreasing employee turnover and dissatisfaction. Formal recognition of achievements through casual appreciation, and acknowledgement is responsible for building a working environment for employees to increase involvement and productivity within the fast-paced food industry.
Encouragement for multitasking within McDonald's context can influence operational fluency and excellent service offerings through the motivated performance of employees. Commitment, involvement, and innovation are leveraged by intrinsic motivation within the working environment which highlights the necessity of intrinsic motivation within McDonald's context to increase employee performance (‌Raho, 2021). Open communication and active interaction through networking are encouraged by McDonald's which ultimately exerts intrinsic motivation among its employees of all levels to enhance the performance of employees to ensure organisational success. McDonald's condition highlights the equal importance of intrinsic motivation along with extrinsic motivation to address the motivational requirements of employees. Positive workforce balance is necessary for increased employee performance and working efficiency within the fast food industry which needs to be addressed in the intrinsic motivation strategy of McDonald's. The company's efforts such as continuous improvement training, recognition for performance, and performance assessment metrics are exceptional motivating initiatives for increasing employee dedication in work efficiency aligned with organisational goals (‌Statista, 2023). Evaluation of McDonald’s intrinsic motivation highlights the necessity of addressing requirements through intrinsic motivation incorporating rewards and achievements.
McDonald's should concentrate on increasing its motivation to tap the unexplored and maximum talents of employees through multitasking, cross-departmental settings, and skill enhancement programmes. Unique and personalised requirements and curiosity for development should be considered in developing an effective strategy for providing intrinsic motivation within the organisational context of McDonald's (Raho, 2021). Evaluation of McDonald's intrinsic motivational strategy and employee performance sheds light on the interconnection between the two critical aspects of the organisational success of McDonald's. The interdependency between employee performance and intrinsic motivation discovers the areas of improvement of McDonald's focusing on better strategy and attention to requirements by breaking the repetitive working pattern (Kaur and Kaur, 2023). Personal and professional requirements need to be addressed while tailoring improved strategies to foster intrinsic motivation within the fast food industry context. McDonald's can ensure the strength of the organisation by delivering excellent intrinsic motivation to ensure employee performance and engagement. 
Therefore, from the entire discussion, it has been acknowledged that the participants of this interview theme 7 have given a positive answer and interviewer 1 has said these on behalf of these interview themes: Intrinsic motivation boosts morale, leading to better customer service. Interviewer 2 has narrated that fosters dedication and commitment, resulting in improved performance and so on. Moreover, from the interview findings 5, and 6 it has been found that most employees have given a positive answer that intrinsic motivation builds employee performance. On the other hand, as stated by Raho's (2021), it is necessary to resolve the intricacies of the relationship between intrinsic motivators and workers' overall performance in the fast-food industry, with a focus on McDonald's. Satisfaction with one's work, one's reputation, and one's level of achievement on the job are examples of intrinsic motivators that are very important in today's art world. As a leading player in the fast food industry, McDonald's provides a fascinating backdrop for this analysis. First and foremost, when properly utilized, intrinsic motivators can greatly enhance employee performance. Workers who enjoy what they do for a living are more invested in their work and more enthusiastic about their contributions.
[bookmark: _i9oidp5umkv8]Extrinsic Motivators on Employee Performance in the Fast-food Industry 
Extrinsic motivation is a major driving force for employee performance enhancement as recognition, career opportunities, and reward are the three important pillars for better employee performance and satisfaction within the organizational context of McDonald's. Employee recognition is considered one of the major extrinsic motivational factors for McDonald's excellent organisational performance and employee retention. On the other hand, career opportunities with upskilling training and fair pay scales attract more hardworking fast food employees in the fast food industry confirming career advancement as an effective extrinsic motivation (Osman, 2022). The "Career Pathways" programme by McDonald's, the internal promotional process and leadership development initiatives can be considered effective and efficient extrinsic motivational sources for the employees to increase organisational success and employee performance (McDonalds, 2022). Skill development programmes and relevant training at McDonald's highlight the efforts of the company by interlinking performance behaviour and career advancements together.
Recognition programmes are the major extrinsic motivators for a workplace as they can stimulate the intrinsic motivators also resulting in better engagement and performance within the fast food industry. Appreciation and acknowledgement along with significant rewards within the organisational culture can recognise the different needs and requirements of motivators for employees and workforces (Emmanuel and Nwuzor, 2021). A high level of employee engagement and enhanced employee experience along with overall growth are desirable outcomes of using recognition motivation in the working infrastructure. McDonald's initiatives such as rewards, and employee of the month programmes to celebrate and recognise performances and quality services of employees to increase dedication and engagement by extrinsic motivation. A peer-to-peer reward system for recognition not only creates healthy constructive competition but the performance of all employees increases through this effort of McDonald's exposing the positive influence of extrinsic motivation within organisational success. Rewards for the highest attendance and Competence-relevant awards are aspects of recognition and rewards that show the reason for employee engagement and efficient performance within McDonald's context (Utama et al., 2020). Recognition boosts the front desk workers of McDonald's making them efficient in dealing with work pressure with continuous improvement.
Evaluation of effects of extrinsic motivations on the employee performance of McDonald's highlights the dependency on extrinsic motivation alone can induce the short-term achievement risks which highlights the requirement of addressing both motivations together for fruitful outcomes of motivation in employee performance. Meaningful recognition along with encouragement can increase the effectiveness and efficiency of employee performance ensuring positive growth throughout the organisation. Job satisfaction and job pleasure are the significant outcomes of recognition as it allows the employees to build relationships between the organisational objectives and their career expectations. Extrinsic motivators are crucial to fulfilling employee expectations as they deal with repetitive work roles nature and physical demands within the fast food context (Ferine et al., 2023). Formal appreciation through certifications or appreciation tokens such as complimentary meal certificates can enhance the intrinsic motivation and values of employees resulting in high productivity. Organisational recognition through newsletters and store displays provides a sense of belongingness in the industry which ultimately increases the self-efficacy of employees.
Key performance metrics are considered effective parameters to tailor reward systems of McDonald's involving consumer satisfaction metrics, performance assessment, and sales targets. The essential efforts of McDonald's to recognise and address the best performers along with the hardworking employees highlight their focus on extrinsic motivators to ensure employee satisfaction and low turnover rates. McDonald's extrinsic motivation evaluation highlights its efforts to align reward and recognition systems with performance results to ensure overall success and continuous improvement of employee performance within the organisational framework (Osman, 2022). McDonald's employee performance can be enhanced by incorporating extrinsic motivation within the employee management strategy.
Collectively, the above discussion and analysis have been done on extrinsic motivation. Thus, each of the participants mainly the employees of McDonald's organisation has found  positive answers that have been acknowledged such as performance bonuses for achieving targets, recognition and rewards for outstanding performance, promotions and career advancement opportunities and so on. On the other hand, as stated by (OMAR, 2021), personal difficulties, self-motivation, and curiosity are strongly associated with intrinsic motivation, while extrinsic motivation is characterized by external factors like praise, compensation, and a pleasant work environment. Investment in developing one's skills, being an expert in one's field, and having latitude to make one's own decisions are all ways in which intrinsic motivators might find meaning in their work. By combining the two, you can boost performance and self-assurance. 
Employee motivation
The discussion in the subcategories has focused on the depth of employee motivation.  Employee performance and motivation are essential for professional advancement at McDonald's. The organization provides extensive training programs aimed at enhancing skills, developing leadership capacities, and promoting personal growth among employees (Karneli et al., 2023). McDonald's offers comprehensive training programs for both crew members and individuals transitioning into management roles. These programs are designed to address several areas of the job, including customer service, food safety, and operational procedures. Engaging in this program not only provides employees with essential skills necessary for excelling in their current positions but also effectively prepares them for advancing their careers within the organization. By undergoing training, professionals can learn up-to-date skills, broaden their knowledge base, and demonstrate their preparedness for more advanced duties and leadership positions. The study emphasized the significant impact of culture on employee motivation within McDonald's, highlighting the potential for culture to shape and oversimplify employee behaviour. Simplistic cultural generalizations can perpetuate harmful stereotypes. According to Rajawat et al. (2020), environmental factors contribute to the overall societal norms. The employees at McDonald's must possess a thorough understanding of how culture impacts motivation. This can reconcile a conflict between intrinsic motivators such as empowerment and extrinsic motivators such as financial resources to adapt to different cultures. McDonald's training program fosters leadership skills and actively involves employees in many cultural settings. However, personalized motivational strategies counteract cultural assumptions in order to enhance performance. 
Collectively, these particular interview questions based on questions 7 and 9 effectively address a positive answer that employee motivation plays a vital role in the growth of the business McDonald. Supporting this statement it can be addressed that as per the viewpoint of Barber (2023), McDonald's is a prominent multinational fast-food corporation that employs a substantial number of workers. MacDonald places a high premium on employee motivation in order to improve their business success, recognizing the significant impact of both extrinsic and intrinsic drives on staff productivity. The corporation fosters an inclusive work environment that promotes equal participation of all employees, regardless of their geographical and cultural backgrounds. This serves as a positive external motivator within McDonald's workplace. McDonald's DEI initiatives emphasize the company's external motivational approach towards all employees. On the other hand, it is also supported by the statement of Atan and Mahmood (2019), that the motivation of employees at McDonald's has a significant impact on leadership. Effective leaders create environments that enhance motivation techniques, enabling the development of a vision and fostering growth by offering support and exemplifying desired behaviours. The vision and culture at McDonald's prioritize quality, service, community, and diversity in order to develop executives. It enhances employees' feeling of purpose and direction. This entails a substantial allocation of resources towards training initiatives and financial assistance for educational expenses, with the aim of fostering professional development. Internal promotion and recognition of employees' achievements enhance engagement by satisfying their inherent aspirations for personal development and acknowledgement.

[bookmark: _v7fpdjkvzajz][bookmark: _Toc158688948]5.3 Chapter Summary
This chapter has discussed major findings to unveil the effects of motivators on employee performance as well as the organizational growth of McDonald’s. Discussions on employee motivation, intrinsic and extrinsic motivations have highlighted McDonald’s efforts to enhance their employee growth by exerting efficient leadership and a flexible organisational culture that emphasises intrinsic and extrinsic motivation. 






[bookmark: _heading=h.cttc3yons9yo][bookmark: _Toc158688949]6.0 Conclusion
[bookmark: _heading=h.xitml24qdqlj][bookmark: _Toc158688950]6.1 Chapter Introduction
This chapter concludes the overall findings with discussions and offers connection of findings with objectives with justified information. This chapter also identifies the limitations of the research and offers recommendations for further research and creates a future scope.  
[bookmark: _Toc158688951]6.2 Summary of Findings
The intrinsic motivators and extrinsic motivators are playing an important role in McDonald as the company is a quick service based chain with more than 40 thousand restaurants globally. The company has effective employee performance. The employee performance describes the formation of works through the employees and the way they are executing their role and responsibilities. This can increase the workforce performance and influence the organisational culture as well. multiple companies track their performance of the employees with annual and quarterly basis to define significant improvement of areas. This can encourage the workflow of the employees and spread motivations within the work culture. McDonald measures their performance with three types of task performance. These performances can be measured through task performance, organisational citizenship behaviour and workplace deviant behaviour. Task performance can generate the most important aspects in McDonald of work-related behaviour with its regular increase in job performance. The reduction of repetitive jobs can be decreased with the use of intrinsic motivators in the organisation. The management of work diversity can increase the opportunities and skills with a development of sustained intrinsic motivation. Extrinsic factors also influence performance, requiring a balanced approach. The findings indicate a synergistic effect when intrinsic and extrinsic motivators are combined appropriately. Also, the strategy of McDonald's can connect the training to career pathways and satisfies the need for growth opportunities and skill development. The research demonstrated that 19% of US fast food workers report feeling stagnant in their roles after 3 years, suggesting opportunities could be expanded. Also, Rotating jobs more regularly or explicitly tying incentives to performance criteria can boost long-term motivation levels.  The cultural influences create a motivation differently while the company is offering  training accounts for diverse cultures. This time simplistic generalisations could damage relations. Also, the findings suggest that individualised techniques that consider environmental and sociological variations could strengthen performance in multicultural workforces. The leadership role of  ChrisKempczinski demonstrated   values-driven approaches that increase satisfaction of employees with  commitment and discretionary effort. The continued balance of staff and business priorities can increase the social responsibilities relating to working conditions.        	
[bookmark: _Toc158688952]6.3 Recommendations
· Expansion of intrinsic motivation can offer employees greater authority. This can allow them to contribute feedback on new procedures and generate potential growth within McDonald. 
·  McDonald's can offer a power to employees in operation to increase their sense of purpose and engagement. 
· The additional training and cross-training can offer the growth of opportunities to expand their skills and reduce work repetition. Also, multitasking can encourage competence and reduce boredom. 
· The implementation of explicit requirements and procedures for advancement possibilities can promote paths to develop new inherent passion towards progress of McDonald.
· The use of advanced technology can simplify wasteful operations and reduce irritating time constraints allowing personnel to focus on quality and customer service.
· The awards and incentives come under extrinsic motivators, the growth of integration within extrinsic motivators can provide  Recognition associated with goals and give external reinforcement.
· The requirement of leaders to actively listen and respond to employee input via frequent pulse surveys and open communication Increase respect and trust within McDonald.
· The need of celebrating diversity  in the workplace along with prioritising belonging through inclusive policies can Reduce harmful cultural preconceptions. Also, the constant improvement of  leadership development programmes to prepare managers to tailor their incentive techniques to the demands of their teams.  
[bookmark: _Toc158688953]6.4 Linking with Objectives
The major findings of the research about the roles of motivators in the employee performance of McDonald's have highlighted the influence of intrinsic motivating factors on the employee performance of the company. Several intrinsic factors such as a sense of autonomy, employee satisfaction, and personal need satisfaction have positively enhanced employee engagement and respective performance of the employees within the organisational framework. However, the repetitive working pattern and limitation in multitasking decrease employee satisfaction within the work environment of McDonalds. Efficient opportunities, multitasking chances, and internal motivations are necessary for McDonald's to ensure better employee engagement along with overall growth.
Rewards, recognition, and career advancement opportunities are the major extrinsic motivational factors for increasing employee satisfaction within McDonald's. Appreciation, recognition, and certification increase the sense of belongingness among the employees influencing them positively to enhance dedication and performance value at McDonald's. Fair wages, career opportunities, and skill development programmes create employee loyalty fostering quality service and more engagement aligned with the organisational objectives. However, McDonald's needs to tailor its motivating interventions by addressing the personal and professional challenges of employees. Performance metrics, peer-to-peer reward systems, and employee of the month rewards can increase the efficiency of intrinsic motivation also.
This study has highlighted the synergic effect of both intrinsic and extrinsic motivators together to increase employee satisfaction along with self-efficacy and motivation. Incorporation of both extrinsic and intrinsic motivations can ensure better operational efficiency of the employees with an extensive sense of fulfillment of the respective job roles. The interdependency of two factors can be helpful in designing strategies for McDonald's employee well-being and performance enhancement. The major findings of this research have highlighted the necessity of upskilling programmes, reward systems, and favourable policies to ensure the growth of the employees. Proper leadership training and flexible organisational culture are essential to foster better employee performance using extrinsic and intrinsic motivations.

[bookmark: _Toc158688954]6.5 Limitations of the Research
The research about the role of intrinsic and extrinsic motivations for employee performance enhancement within the fast food industry focused on McDonald's encounters several research limitations highlighting drawbacks of the research. Many different aspects such as working patterns and diversity and inclusion along with employment regarding policies and acts have remained undiscovered in this study. Technical assistance and cross-departmental effectiveness on the employee performance as motivations have been avoided during this research study which could have increased the reliability and depth of the research. Several new aspects regarding the symbiosis of intrinsic and extrinsic motivation could have been unleashed by considering a large population that has been limited here within McDonald's context.
Moreover, the use of primary data collection methods instead of secondary data has reduced the accuracy and efficiency of the data analysis process. Real-time data analysis using primary data was not possible in this research with primary data, which deviated from the outcome efficiency and precision of this research. Additionally, collected data interpretation from available sources can vary as the results of research can be different from the different viewpoints of individual researchers. No active participation in the data collection has affected the accuracy and reliability of the findings of the study. 
[bookmark: _heading=h.ev0bp1u2sc4j][bookmark: _Toc158688955]6.6 Chapter Summary
The chapter conclusion demonstrates the interview findings which showcase a need of integrating a balance of intrinsic and extrinsic motivators to synergistically optimise employee performance. The conclusion chapter explored the connections with the objectives of this dissertation as well as this chapter offer recommendations with identification of a research gap of this research project.    
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[bookmark: _Toc158688957]Appendix 1: Questionnaire 
Q.1 How long you have been working with the company?
Ans.

Q.2 Are you provided any kind of training program by the company?
Ans.

Q.3 Do you think that training programs provided by the company helps in working effectively?
Ans.

Q.4 Do you think those training program can help with your career progress at McDonalds?
Ans.

Q.5 Do you think intrinsic motivators such as meeting personal needs of employees, job happiness affects the company?
Ans.

Q.6 What can be the example of intrinsic motivators for McDonald’s employees?
Ans.

Q.7 How intrinsic motivation can contribute towards employee performance at McDonald’s?
Ans.

Q.8 Which of the extrinsic motivators is applicable to influence the productivity at McDonald’s?
Ans.

Q.9 What is the role played by intrinsic motivation to develop consumers satisfaction at McDonald’s?
Ans.

Q.10 Will you continue to work here for long?
Ans.


Appendix 2: Interview Transcript
	Questions
	Employee 1
	Employee 2
	Employee 3
	Employee 4
	Employee 5
	Employee 6
	Employee 7
	Employee 8
	Employee 9
	Employee 10

	How long you have been working with the company?
	Three months 
	Two months
	Four months
	Five months 
	One month
	Six months
	Eight months
	Seven months 
	Nine months
	Ten months

	Are you provided any kind of training program by the company?
	Yes, regularly
	Absolutely, on a regular basis.
	Yes, frequently.
	Yes, consistently.


	Yes, periodically.
	Yes, occasionally.
	Yes, consistently.
	Yes, routinely.
	Yes, intermittently.
	Yes, regularly

	Do you think that training programs provided by the company helps in working effectively?
	Definitely, they improve efficiency
	Yes, they enhance job performance.
	Absolutely, they contribute to the effectiveness
	Yes, they aid in working more effectively.


	Yes, they positively impact work efficiency.
	Yes, they assist in working effectively.
	Absolutely, they enhance productivity
	Yes, they greatly improve effectiveness.
	Yes, they help in working more efficiently
	Definitely, they contribute to effectiveness on the job

	Do you think those training program can help with your career progress at McDonalds?

	Yes, they provide valuable skills for advancement.


	Absolutely, they offer opportunities for career growth.
	Yes, they contribute to career development.
	Definitely, they support career  
	Yes, they aid in progressing within McDonald's.
	Yes, they can lead to career advancement.
	Yes, they help in advancing within the company.

	Absolutely, they are beneficial for career progress.


	Yes, they support career development at McDonald's.
	Definitely, they assist in career progression within McDonald's

	Do you think intrinsic motivators such as meeting personal needs of employees, job happiness affects the company?
	 Yes, they directly impact company performance.
	Absolutely, they influence overall company success.

	Yes, they significantly affect company performance.
	Definitely, they have a profound impact on the company
	Yes, they play a crucial role in company success.
	Absolutely, they affect the company positively
	Yes, they greatly influence company outcomes
	Definitely, they affect the company's overall performance
	Yes, they have a significant impact on the company.
	Absolutely, they contribute to the company's success

	What can be the example of intrinsic motivators for McDonald’s employees?

	Recognition for excellent service.
	Opportunities for career advancement.
	A positive work environment
	Job satisfaction from providing excellent customer service.
	 Feeling valued and appreciated by managers.


	Being part of a supportive team.
	Opportunities for skill development.
	Feeling a sense of accomplishment from completing tasks.
	Personal growth and development.
	Autonomy to make decisions in their role.

	How intrinsic motivation can contribute towards employee performance at McDonald’s?
	Intrinsic motivation boosts morale, leading to better customer service.


	 It fosters dedication and commitment, resulting in improved performance.
	 It enhances job satisfaction, increasing productivity and efficiency.
	It drives employees to go above and beyond in their roles.
	It leads to higher levels of engagement and initiative.
	It encourages employees to take ownership of their work.
	It fosters a positive work culture and teamwork
	It inspires employees to strive for excellence in their tasks.
	 It promotes a sense of pride and fulfillment in their work.
	It results in increased motivation and dedication to achieving goals.

	Which of the extrinsic motivators is applicable to influence the productivity at McDonald’s?
	Performance bonuses for achieving targets.


	Recognition and rewards for outstanding performance.
	Promotions and career advancement opportunities.
	Competitive wages and benefits packages.
	Flexible scheduling options.
	Employee of the Month awards.


	Paid time off and vacation benefits.
	Company-wide recognition events
	Profit-sharing or stock options.
	Opportunities for additional training and skill development

	What is the role played by intrinsic motivation to develop consumers satisfaction at McDonald’s?
	Intrinsic motivation drives employees to deliver exceptional customer service
	It leads to employees taking pride in their work, resulting in better service
	It fosters a positive atmosphere that enhances the customer experience
	It encourages employees to go the extra mile to satisfy customers.


	It results in genuine interactions and personalized service for customers.


	It creates a welcoming environment that keeps customers coming back.
	It ensures consistent quality and satisfaction across all interactions
	 It promotes a culture of excellence that reflects in customer satisf
	It leads to happier, more engaged employees who provide better service.
	 It contributes to a positive brand image, enhancing customer satisfaction

	Will you continue to work here for long?
	Yes, I plan to stay with McDonald's for the foreseeable future
	 Absolutely, I see myself continuing to work here long-term.
	Yes, I intend to remain a part of the McDonald's team.
	Definitely, I'm committed to my role here at McDonald's.
	Yes, I'm satisfied with my job and plan to stay.

	Yes, as long as there are opportunities for growth and development.


	Yes, I'm dedicated to my career at McDonald's.
	Absolutely, I see myself continuing to grow with the company.
	 Yes, I'm happy here and plan to stay for the long term.
	Yes, I'm committed to my role and see potential for advancement here.
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