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Introduction
In this assessment, the roles of employee engagement, training and development under HRM framework of McDonalds have been critically discussed with relevant examples. To attain sustainable growth in the context of manpower utilization and achieve business goals, profound knowledge about HRM policies is essential. HRM policies are essential for attaining high labor productivity rate, achieving business objectives and sustaining market growth in the competitive market. Effective training session and skills development classes would enable the overseas employees to get aware of the regional culture, lifestyle, food habits and social norms. McDonalds is a USA-based fast food chain that has been operating for years across 120 nations (www.statista.com. 2019).   
Discussion

McDonalds is presently globally renowned for its fast-food services across the nations and in more than 120 nations, they have opened their outlets. More than 30,000 McDonalds restaurants are situated across the globe that are serving approximately 50 million customers with quality and vivid foods.
The organization started since 1940 with the brothers, Richard and Maurice McDonalds. Afterwards they Proficient and passionate employees are involved in the operational framework of McDonalds who are handling the operations efficiently. Although over the past few years the number of employees has fallen due to dependency on technological tools. The organization has implicated strategic growth plan in the organizational growth plan and has accelerated the level of market expansion (Kaufman, 2015).
The organization has put its focus over selecting experienced and potent in to the workforce so that they can efficiently operate the operational work flow. These initiatives have aided them to serve more number of customers. Proper management of eat-in, drive through and take out along with secure transactional framework are essential for operating the organizational framework of McDonalds. 
Human Resource Management of McDonalds is responsible for looking into employee selection; employment and retention of potent employees, performance appraisal;implication of employment laws, skill development and training of the employees are integral parts of HR policies (Wood and Kispál-Vitai, 2017). Regular evaluation and assessment are essential for interpreting their progress level and enhance the developing areas such that they attain professional and organizational objectives. Among the various types of restaurants, Mcdrive, McCafe, McExpres have been opened by McDonald to serve vegetable and non-vegetable snacks and other food products in a convenient manner to the customers.
Recruitment and selection

The employees must be aware of their job roles and responsibilities and must follow the operational framework and business policies of McDonalds. In case of hiring efficient employees, the HR manager must generate clear notification such that applicants can apply as per their expertise, professional experience, interest and academic qualification (Hansen, Güttel, and Swart, 2019). As per Ray Croc’s training philosophy, the attitude of company towards its employees is essential as they are responsible for catering foods and other services to the customers. By following Ray Croc’s philosophy, better employee performance rate and operational productivity rate can be achieved that include quality of products and service facilities and clean environment (Mayrhofer and Pernkopf, 2017). 

McDonalds provide the employees with on the job training, classroom-based learning sessions, e-learning modules, job rotations etc. At McDonald’s observation checklist, customer feedbacks, and training grades are used for evaluating the progression of the employees.    
Employee engagement

In McDonalds many job positions can be found that include trainee business manager, assistant, restaurant manager, area supervisor, operations consultant, operations manager etc. All these individuals need to abide by the line manager or supervisor and HR manager is responsible for looking into skill development and other needs of the employees. McDonalds provide its employees with performance based promotions and increments as these motivate the individuals to attain personal growth and perform the tasks effectively.  
Training and development

McDonalds has aided the employees with effective training and development sessions such that employees can become capable for working in a multinational environment and elevate their potential. As per the writings of DeSilets, (2018), the Kirkpatrick Model is essential for evaluating the learning effectiveness of the individuals. The HR manager of McDonalds can implicate in the organizational context for assessing the potential and learning capability of the employees. The employees can be evaluated on the basis of their reaction to training. 
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Figure: The Kirkpatrick Model

Source: DeSilets, 2018
Reaction

In this step the initial reaction of the participants is measured such that they can be trained and educated to develop their learning competencies.
Learning

In this learning step, how much information and knowledge have been efficiently inculcated by the individuals. The individuals would be able realize their learning objectives and inculcate into their learning framework.
HRM policies of McDonalds

Motivation is one of the most important policies in order to increase the profitability of any organization or company. The largest fast food chains like McDonalds needs to motivate their staffs to maintain their profitability. The segmentation of motivation is financial and nonfinancial (Howse et a., 2018). 
The Segmentation of McDonald’s HR Policies (Financial and Non-financial)

The employees of the McDonalds are attracted by the financial side of the segmentation such as paid vacations, uniforms, stock purchase plan and bonus scheme, MAC card, competitive wage, wages increases and haircut discounts. The crew members in the McDonalds however are frequent and constitute the position of the entry level. The part time employees of them are roughly three-quarters. The salary of them is very low. The first true managerial position in McDonald’s hierarchy is the Swing Manager, although the salary of the swing manager is slightly higher than the crew member. The high salary holder of the hierarchy is the Assistant Managers. Each of the McDonalds restaurants contains only one Restaurant Manager. The student-employee applicants are rewarded for the accomplishment with the scholarship by the McDonalds USA National Employee Scholarship Program as shown in the official website of the McDonalds(Chandra, 2019).     
Various Non-financial rewards has adopted by McDonalds in order to motivate their employees. The HR manager of McDonalds allows the flexible working hour to the staffs and applies the non-financial rewards technique. The training programs, education support and life insurance is provided by McDonalds. The employee gets good future developments by this. The number of owners operators that started of the behind of the counter is 50% and 755 of their restaurant manager does the same thing. The main guide of McDonalds ray Kroc who guided McDonalds to become the most successful fast food chains of the world has stated that everyone must need to have talent to go somewhere and Ray Kroc will put money on talent. The students can have 46 credit hours in order to complete their 2 or 4 years degree of the management education and training programs (Noe et al. 2017).
Scrutiny of the HR Policies of McDonalds

This section will discuss about the two policies of the McDonald’s HR policies such the HR policies of McDonald and the motivation Theories, The feelings of the  employees of McDonalds(Emerson  & Prang, 2016).
Relation between McDonald’s HR policies and The Business motivation theories

According to the scientific management theory, money is considered as the important motivator. The most efficient way to perform a task is the main determination of this theory. The recommendation of this theory is pay by a “piece rate” method that is based on “fair day’s pay”. The workers or the employs works even faster in order to get bonus. Though, the salary is never considered as the essential motivator by McDonalds. This is why a part of Taylor’s scientific management theory is applied by McDonalds. 

The Hierarchy of Needs by Maslow

The needs of employees has divided into five classes by Maslow those are safety needs, physiological needs, esteem needs, love and belonging needs and  the self-actualization. These are separated into lower and higher levels by him(Hansen, Güttel, & Swart, 2019). Except the physiological and the safety needs the other four needs are considered as high order needs. The lower order needs does not emphasizes by McDonalds in their career description. Most of the employees of McDonalds are students are students and their physiological needs can be satisfied by their families therefore this needs are considered as the lower needs. The employees can get experiences and flexible work time from McDonalds. McDonalds satisfies the needs of the employees by the hierarchy of needs of Maslow. Therefore the hierarchy theory is implemented by McDonalds enormously. 
The Two Factors Theory of Herzberg

The motivators and the hygiene factors are categorized by the factors that Can motivate the employees or the workers. The workers get job satisfaction by future opportunities and interest in works. McDonalds gives important to the motivation factors Herzbergs. The future development chances and the great performance motivated the employees(van Esch  & Mente, 2018). 

The feelings of the Employees in McDonalds

60% of male and 40% of female are included in the 60 respondents and all of them between 16 to 40 years. Less than 20 employees take the 70% of the question group. The average of 23.33% employees of McDonalds was strongly in the agreement with the flexible working time. Though, the percentage 3.33 is not conformed. 

Comparison with some other Firms

KFC- The motivation level of employees working at KFC are as McDonalds. As similar as to McDonalds KFC also offers part time job to the employees. The employees in KFC are motivated by the good relationship environment. The nonfinancial benefits strategy ids used by KFC to motivate their employees.
HRM practices at competitive organizations
Full time benefits, flexible schedule and career development are the three main components that are used by the Burger king. However the employees of the organizing\ do not get free food by the organization. The facilities in Burger King for the employees are inferior than McDonalds. 

One of the pioneers in the fast food industry are the McDonalds. The flexible schedule future developments chances and flexible schedules, future development chances are provided by McDonalds to their employees. McDonalds uses the Maslow’s hierarchy of needs theory. There is a big similarity among them. The employees of McDonalds are getting satisfaction by the lower and upper order needs. The maximum number of the employees is getting satisfied by the lower order needs. McDonalds uses the Taylor’s scientific management theory as well as the Herzberg’s theory. 

Behavior

In this step, how much the individuals have been impacted can be assessed. If the individuals have been positively impacted, it can be evaluated through evaluation of their behavior.
Results
It is the final step of the framework where the level of impact is assessed. By utilizing this framework, the individuals can elevate the level of employee engagement. Managers would be able to increase their level of employee relations and performance (DeSilets, 2018).  
Complexities at McDonalds

Although there have been serious conflicts among the workers of McDonalds on income gap, performance appraisal, zero-work hour policy, recession etc, the senior officials mentioned that they have implicated certain business strategies to serve the customers better service facilities than before. Though the food chain restaurant stated its journey from the USA, many retail stores have been presently opened at the European nations including the UK. In this multibillion-dollar company severe wage gap between the higher-level employees and lower-level workers have generated serious conflicts across the globe (Syal, 2019).  

Conclusion

In conclusion, this assessment has been helpfulfor understanding the way employee engagement under HRM framework have aided McDonalds to attain sustainable business growth in the fast-food industry in terms of proficiency level in the employees, quality of goods and services. McDonalds tries to improve the salary of the employees in order to satisfy their employees. The relationship between the management the employees also need to be improved. The HR policy will be proven successful if the employees will be be satisfied by the management. 
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