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[bookmark: _Toc133917211]Executive Summary

This report analyses McDonald's change management strategies and leadership styles during the COVID-19 pandemic. Furthermore, the report identifies the external factors that drove the need for change at McDonald's, including changes in consumer behaviour, regulations, and safety concerns and also examines the impact of the change on the organisational culture at McDonald's.
Evaluating three change management models and identifying the situational leadership model will be the most suitable for implementing the identified strategic change at McDonald's. The situational leadership model provides a flexible approach to leadership that is well-suited to the volatile and uncertain environment created by the pandemic.
The report also recommends short-term, mid-term, and long-term changes for McDonald's to consider. It concludes that the leadership team at McDonald's has been instrumental in driving change and ensuring the company remains resilient during the pandemic. However, it also identifies areas for improvement, including the need to address employee burnout and improve communication channels between the leadership team and front-line employees.
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[bookmark: _Toc133917212]Introduction

The COVID-19 pandemic has brought about unprecedented challenges for businesses across the world. McDonald's, a company that I have worked for five years, known as one of the largest and most recognisable fast-food chains globally, has not been immune to the impact of the pandemic. The fast-food industry, in general, has had to adapt quickly to changing consumer behaviours, regulations, and safety concerns during the pandemic. Furthermore, Change Management has become crucial for organisations like McDonald's to stay afloat during these uncertain times.
McDonald's has been proactive in its response to the pandemic, implementing various changes to adapt to the changing environment; this has included changes in the way it operates, such as implementing contactless ordering and payment systems and changing store layouts to allow for social distancing, and has also introduced new menu items to cater to changing consumer preferences, such as plant-based options and family meal deals.
Change management has played a vital role in McDonald's response to the pandemic. At the same time, it has had to navigate through a volatile, uncertain, complex, and ambiguous environment, which has required a flexible and adaptive approach to change management. The leadership team has been instrumental in driving change and ensuring the company remains resilient during the pandemic. It has required a combination of transformational, situational, and adaptive leadership styles to guide the organisation through the challenges brought about by the pandemic.
In this report, we will explore the change management strategies and leadership styles adopted by McDonald's during the pandemic and evaluate the impact of these changes on the organisational culture. We will also provide recommendations for areas of improvement and future changes that McDonald's could implement to navigate through the ongoing challenges of the pandemic and beyond.

[bookmark: _Toc133917213]McDonald’s History 

McDonald's is a global fast-food chain founded in 1940 by brothers Richard and Maurice McDonald. Over the years, McDonald's has become one of the most recognisable brands in the world, serving millions of customers daily across over 38,000 restaurants in more than 100 countries.
McDonald's has a long history of dealing with internal and external changes. In the 1950s, the McDonald's brothers revolutionised the fast-food industry by introducing the Speedee Service System, which focused on delivering fast and efficient service to customers. In the 1960s, McDonald's began expanding internationally, opening its first restaurant in Canada in 1967.
In the 1990s, McDonald's faced significant criticism for its food's nutritional value and its operations' environmental impact. In response, the company introduced a range of healthier menu options and committed to reducing its environmental footprint. More recently, McDonald's has faced challenges from changing consumer preferences, including a shift towards healthier and more sustainable food options.
Throughout its history, McDonald's has shown a willingness to adapt and evolve in response to changing circumstances. The company has embraced new technologies and business models, such as mobile ordering and delivery services, to meet the needs of its customers. Additionally, McDonald's has demonstrated a commitment to social responsibility, partnering with organisations to address issues such as youth employment and sustainability.

[bookmark: _Toc133917214]Covid-19 in McDonald’s 

McDonald's temporarily closed its restaurants due to the virus. When it reopened, it removed all play areas and most of the seating; essential traffic lanes were built everywhere around the United Kingdom due to the reopening of diners for pass-through.
COVID-19 has affected every street's habits in a way that no one could have measured entirely. Its rapid rate of increase caused the association to act rapidly because of the potential pandemic in the affiliation's chance arranging programme. McDonald's level of risk mitigation, proficiency in managing financial and security problems, and restaurant infrastructure management are potentially crucial factors.
McDonald's needs to push itself to consider numerous things as Covid-19 becomes significant in everyone's life. As a manager at McDonald's during the pandemic, my involvement and relationship with the company and its employees were vital in ensuring the smooth operation of the business. One of the key roles of a manager is to ensure the safety and well-being of the employees and customers (Carouthers, P. 2021). The pandemic presented unique challenges that required effective leadership and communication skills. These challenges involved implementing safety protocols such as wearing masks, maintaining social distancing, and sanitising surfaces regularly. The communication of these protocols was clear to the employees, and ensuring they followed consistently was crucial.
Another important aspect of my role was to adapt to the changing business environment, as the pandemic caused significant disruptions to the supply chain and customer demand, requiring me to adjust inventory levels and shift focus to drive-thru and delivery services. These roles required agile and proactive in making operational changes to keep up with the shifting landscape.
In terms of relationship building, I focused on fostering a positive and supportive culture within the workplace, as it involved recognising and rewarding employees for their hard work, providing opportunities for training and development, and maintaining open lines of communication to address any issues or concerns.

[bookmark: _Toc133917215]PESTEL Analysis

PESTEL analysis is a strategic tool used to analyse the external macro-environmental factors that affect an organisation's operations, as McDonald's used to understand the political, economic, social, technological, environmental, and legal factors that can impact its business.
As for Political factors, McDonald's operates in many countries, each with its political environment. PESTEL analysis helps the company understand the impact of political factors such as government stability, trade policies, and taxation on its business (Rahman, M. 2022).
McDonald's is affected by economic factors such as inflation, unemployment rates, and consumer spending patterns. The analysis can improve the company's understanding of these factors and adjust its operations accordingly, such as by offering value menus during economic hardship.
The company operates in a society that is increasingly health-conscious and concerned about the environment. It helps the company understand social trends, such as changing dietary preferences and attitudes towards sustainability.
In Technological factors, McDonald's has implemented various technological innovations to improve its operations, such as digital ordering and delivery systems. It can help the company stay aware of technological trends and remain competitive in the fast-food industry.
McDonald's is committed to reducing its environmental impact and has implemented initiatives such as sustainable sourcing and waste reduction. It can improve the company's ability to identify environmental risks and opportunities.
Finally, as McDonald's is subject to various laws and regulations related to food safety, labour practices, and other areas, PESTEL analysis can help the company stay aware of changes in laws and regulations that may impact its operations as Legal factors.

[bookmark: _Toc133917216]External environmental factors during the Pandemic Covid-19

The COVID-19 pandemic brought about numerous external factors that acted as change drivers at McDonald's. In response to the pandemic, many governments worldwide introduced strict regulations and guidelines for businesses, including restaurants; for instance, many jurisdictions imposed restrictions on indoor dining and mandated the use of masks and social distancing measures. McDonald's had to quickly adapt to these regulations to ensure the safety of its customers and employees.
The pandemic also changed consumer behaviour, with many people opting for contactless ordering and delivery services. McDonald's responded by introducing mobile ordering and delivery options, allowing customers to order and pay for their food from their mobile devices and have it delivered to their doorsteps.
The pandemic caused significant disruptions to global supply chains, leading to shortages of food and cleaning supplies. It had to adapt its menu and operations to ensure it had sufficient supplies and could continue operating.

[bookmark: _Toc133917217]Strategies Used through Change in McDonald’s

McDonald's responded quickly and effectively to the external factors that acted as change drivers during and post-COVID-19, demonstrating its ability to adapt to changing circumstances and maintain its position as a leader in the fast-food industry. McDonald's introduced mobile ordering and delivery options, allowing customers to order and pay for their food from their mobile devices and have it delivered to their doorsteps. It helped to meet customers' changing needs and preferences during the pandemic.
The company implemented a range of safety measures to ensure the health and safety of its employees and customers, including installing plexiglass shields at registers, mandating the use of masks, and implementing social distancing measures in its restaurants.
The restaurant simplified its menu to focus on its most popular items, allowing it to manage its supply chain better and ensure sufficient supplies to meet demand.

[bookmark: _Toc133917218]Leadership styles applied in the company

The company's decentralised organisational structure allows for more localised decision-making and enables the company to respond quickly to changing circumstances. 
McDonald's emphasises transformational leadership, which involves inspiring and motivating employees to embrace change and work towards a shared vision, as the company encourages its leaders to lead by example and foster a sense of ownership and commitment among their teams.
According to O. Kovalenko (2020), Autocratic leadership involves making decisions without consulting others. This leadership style can be effective in situations where quick and decisive action is needed, but it can also be problematic if it leads to a lack of employee engagement and buy-in. McDonald's has used autocratic leadership to make quick decisions during times of crisis, such as when implementing new safety protocols in response to the COVID-19 pandemic.
McDonald's has implemented situational leadership, which involves adapting leadership styles based on the situation. This leadership style is beneficial during times of change, as it allows leaders to adjust their approach to meet the needs of employees and the organisation. Situational leadership has allowed McDonald's to respond quickly to changing circumstances during the pandemic, such as adapting its menu and operations to ensure the safety of its employees and customers.
McDonald's emphasises collaborative leadership, which involves working with employees, franchisees, suppliers, and other stakeholders to achieve common goals. The company values teamwork and communication and encourages its leaders to build strong relationships and partnerships with others.

[bookmark: _Toc133917219]The Organisational Culture 

McDonald's has a solid organisational culture focused on providing quality customer service, promoting teamwork, and delivering consistent products and experiences across its global network of franchises. The company's culture is rooted in its core values of quality, service, cleanliness, and value (QSC&V), which guide everything from its menu development to customer service practices.
A solid commitment to innovation and continuous improvement characterises Mcdonald's organisational culture. According to H. Singh (2008), the company focuses on teamwork and collaboration, strongly emphasises developing and supporting its employees, providing training and development opportunities, and promoting a positive and supportive work environment. 
The company is constantly exploring new menu items, marketing strategies, and operational practices in order to stay ahead of the competition and respond to changing consumer preferences.
Another essential aspect of McDonald's is the work hard/play complex culture. It is a term used to describe a type of organisational culture in which employees are expected to work hard and put in long hours but are also encouraged to have fun and enjoy themselves outside of work. In the context of McDonald's, this type of culture may reflect the company's emphasis on speed and efficiency in serving customers while providing a fun and welcoming atmosphere.
The work hard/play hard culture at McDonald's may see in the fast-paced environment of its kitchens, where employees are expected to work quickly and efficiently to prepare food and serve customers; at the same time, the company also encourages its employees to have fun and enjoy themselves, such as through team-building activities or recognition programs that reward high-performing employees.

[bookmark: _Toc133917220]The impact due to the development and implementation of Covid-19 changes

The development and implementation of change at McDonald's during the COVID-19 pandemic had a significant impact on the company's organisational culture.
The pandemic led to an increased emphasis on safety at McDonald's, with the company implementing a range of safety measures to protect its employees and customers. It included installing plexiglass shields at registers, mandating the use of masks, and implementing social distancing measures. According to Carouthers, P. (2021), these changes reinforced the company's commitment to safety and health and helped create a safety culture within the organisation. It also required McDonald's to be more agile and adaptable in its operations, menu offerings, and customer service. The company quickly introduced mobile ordering and delivery options, simplified its menu, and adapted its operations to comply with changing regulations and guidelines. This emphasis on agility and adaptability helped to create a culture of innovation and flexibility within the organisation.
The pandemic also highlighted the importance of collaboration, both within the organisation and with external stakeholders. McDonald's partnered with local organisations and governments to provide support for communities affected by the pandemic, such as donating food to healthcare workers and first responders. This emphasis on collaboration helped to create a culture of teamwork and community within the organisation.

[bookmark: _Toc133917221]The process of change management

While McDonald's demonstrated a strong commitment to change management during the COVID-19 pandemic, there were areas where the company could have done better in the process.
While they communicated extensively with employees and customers during the pandemic, there were instances where communication could have been more precise and more frequent. For example, some employees reported feeling uncertain about the company's plans for reopening stores and resuming normal operations. They provided extensive support for employees during the pandemic; there were areas where the company could have done more. For example, some employees reported feeling overwhelmed by the pace of change and the demands placed on them during the pandemic. There were instances where employees felt that their concerns were not being addressed. The restaurant also experienced supply chain disruptions during the pandemic, which led to shortages of some menu items and supplies. While the company responded quickly to address these issues, there were instances where customers were left disappointed or frustrated.

[bookmark: _Toc133917222]Area Improvement for Future changed

Given the current volatility, uncertainty, complexity, and ambiguity in the national and international business environment, there are several areas that McDonald's may need to consider changing in the future to remain competitive and resilient.
McDonald's may need to continue to evolve its organisational culture to foster greater agility, adaptability, and innovation. It may involve encouraging more experimentation and risk-taking, promoting a culture of continuous learning and development, and supporting employee well-being and work-life balance.
The pandemic has accelerated the shift towards digital channels in the fast-food industry, with mobile ordering, delivery, and contactless payments becoming increasingly popular. The company may need to continue to invest in its digital capabilities to remain competitive in this changing landscape, including enhancing its mobile app and online ordering platform and exploring new digital channels.
As McDonald's continues to expand globally, the company may need to consider changes to its organisational structure to support growth and innovation better. It involves rethinking regional and local structures to enhance cross-functional collaboration, streamline decision-making, and promote decision-making agility.

[bookmark: _Toc133917223]Kotter's 8-Step Change Model

Kotter's 8-Step Change Model is a more comprehensive change management model that involves eight stages: establishing a sense of urgency, creating a guiding coalition, developing a vision and strategy, communicating the change vision, empowering employees, creating short-term wins, consolidating gains and producing more change, and anchoring new approaches in the organisation's culture. One of the strengths of Kotter's model is its focus on leadership and communication, which are critical factors in successful change management. However, some critics argue that the model is too linear and prescriptive and may not be adaptable to all types of organisations and situations.
Research has proved that based on the identified strategic change and the organisation's characteristics, Kotter's 8-Step Change Model would be a suitable change management model for McDonald's (Website Fern Fort University 2023).
Kotter's 8-Step Change Model is a comprehensive change management model emphasising the importance of strong leadership, communication, and employee engagement in the change process. Given the size and complexity of McDonald's, this model would be well-suited to managing the implementation of a significant strategic change, such as transitioning to more sustainable packaging and reducing the company's carbon footprint.
The model's focus on establishing a sense of urgency, creating a guiding coalition, and developing a vision and strategy would be particularly relevant to McDonald's. It would require a coordinated effort across multiple departments and functions to achieve the desired outcomes. The model's emphasis on communication and employee engagement would also be significant in ensuring that all stakeholders are aware of and supportive of the changes.
Additionally, the model's emphasis on creating short-term wins and consolidating gains would be particularly relevant to McDonald's, as it would help to build momentum and support for the change process. Finally, the model's focus on anchoring new approaches in the organisation's culture would be necessary to ensure the changes are sustainable and become part of the company's ongoing operations.

[bookmark: _Toc133917224]Prosci's ADKAR Model

The ADKAR Model, developed by Prosci, focuses on individual change rather than organisational change, and it involves five stages: awareness, desire, knowledge, ability, and reinforcement. The model emphasises the importance of understanding how individuals experience change and provides a framework for addressing change's personal and emotional aspects. One of the strengths of the ADKAR Model is its focus on the people side of change, which is often overlooked in other change management models. However, some critics argue that the model may not apply to all types of change or organisations and may not fully address the broader organisational context in which change occurs.
According to D. G. Boca (2014), the identification of strategic change for McDonald's, which is to implement a digital transformation strategy, the suitable change management model that can be of use is the ADKAR model. The ADKAR model focuses on individual change and helps to identify and address the barriers to change that may arise among employees during a transformation. It emphasises the importance of addressing the individual's awareness, desire, knowledge, ability, and reinforcement to implement the change successfully.
McDonald's can raise awareness among employees about the need for digital transformation and the benefits it can bring to the organisation. It can create a desire among employees to support digital transformation by communicating the positive impact it will have on the organisation and the opportunities for growth and development. Also, McDonald's can provide employees with the knowledge and skills they need to implement digital transformation through training and development programs successfully. The company can create an environment that supports the ability of employees to successfully implement the digital transformation by providing resources, tools, and support. It can reinforce the change by celebrating successes, recognising and rewarding employees who contribute to the digital transformation, and ensuring that the benefits of the transformation sustain over time.
Using the ADKAR model, McDonald's can ensure that individual barriers to change are identified and addressed and that employees have support throughout the digital transformation process. It can increase the likelihood of successful implementation and minimise resistance to change.

[bookmark: _Toc133917225]Leadership styles for initiating and implementing strategic change

The following leadership approaches/styles would be suitable for McDonald’s. Transformational leadership involves inspiring and motivating employees to work towards a shared vision. A transformational leader can create a sense of urgency and excitement around the strategic change by communicating its importance and benefits to the company, its customers, and the environment. This leadership approach can also help to foster a culture of innovation, creativity, and continuous improvement, which is essential for implementing strategic change. 
Collaborative leadership involves working with stakeholders across the organisation and beyond to achieve common goals. A collaborative leader can involve employees, customers, suppliers, and other partners in the change process by soliciting their input and feedback and involving them in decision-making. This leadership approach can help to build trust and commitment among stakeholders and promote a sense of ownership and accountability for the strategic change.
Servant leadership involves focusing on the needs and interests of others and empowering them to achieve their full potential. A servant leader can empower employees to take ownership of the strategic change by providing them with the necessary resources, training, and support to succeed. This leadership approach can also help to promote a culture of social responsibility and environmental stewardship, which is essential for achieving strategic change.

[bookmark: _Toc133917226]The process of implementing a change strategy

The following is a step-by-step process that McDonald's can follow to implement the change strategy of transitioning to more sustainable packaging and reducing the company's carbon footprint:
The first step is to create a team of key stakeholders from different departments and functions within McDonald's who can lead the change process. This team will be responsible for developing the change strategy, communicating the vision and goals of the change, and coordinating the implementation process. The guiding coalition should develop a clear and compelling vision for the change, including specific goals and objectives. It should be communicated to all employees and stakeholders, along with a clear strategy for achieving the vision. The guiding coalition should create a sense of urgency around the need for change, highlighting the risks and opportunities associated with sustainability and the importance of taking action now. The vision and strategy should be communicated to all employees and stakeholders through multiple channels, including emails, meetings, videos, and other communication tools. It will help ensure that everyone understands and is motivated to support the change. Finally, the guiding coalition should work to anchor the new approaches and behaviours in the organisation's culture. It could involve recognising and rewarding employees who demonstrate sustainability practices, integrating sustainability into employee performance evaluations, and creating a culture of sustainability across the organisation.

[bookmark: _Toc133917227]The impact of the implementation of change strategy on the culture of McDonald’s

According to Zheng, W., Yang, B. and McLean, G. (2010), implementing a change strategy to transition to more sustainable packaging and reduce the carbon footprint of McDonald's is likely to impact the organisational culture of the company significantly. Implementing the change strategy will likely increase the focus on sustainability within McDonald's. It could lead to a shift in the values and beliefs of the company towards a more environmentally conscious and responsible approach to business. The change strategy could also lead to improved employee engagement and morale. When employees feel that the company is committed to sustainability and social responsibility, they are more likely to feel proud of their work and motivated to contribute to the company's success. Implementing the change strategy could also lead to increased collaboration and teamwork across different departments and functions within McDonald's. Sustainability is a complex issue requiring input from multiple stakeholders, including suppliers, customers, and employees. Finally, the implementation of the change strategy is likely to have a positive impact on McDonald's brand reputation. As more and more customers become concerned about the environment and sustainability, they are more likely to be attracted to companies that demonstrate a commitment to these issues. It could lead to increased customer loyalty and brand recognition for McDonald's.

[bookmark: _Toc133917228]Recommendations for McDonald's

The recommendations provided are essential because they address some of the challenges McDonald's faces and can help the company remain competitive in the long run. Based on the analysis and discussions in this report, here are some short-term, mid-term, and long-term recommendations for McDonald's to consider:

[bookmark: _Toc133917229]Short-term recommendations

Develop a comprehensive communication plan to keep employees informed about the change process and address any concerns or questions they may have. Communication is essential during a change process as it helps employees to understand the reasons behind the change, what the change entails, and how it will impact them. By keeping employees informed and addressing their concerns, the change initiative is more likely to succeed. McDonald's can develop a communication plan that includes regular updates on the progress of the change initiative, addressing common concerns and questions, and creating open channels for employee feedback.
Provide employees with the necessary training and support to help them adapt to the new ways of working and develop the skills they need to be successful. Providing employees with the necessary training and support is crucial because it helps them to adapt to the new ways of working and develop the skills they need to be successful. It can reduce resistance to change and improve the likelihood of success. McDonald's can provide training and support to employees by offering workshops, seminars, and other training opportunities to help them develop the skills they need to succeed in the new environment.

[bookmark: _Toc133917230]Mid-term recommendations

Foster a culture of innovation within the organisation that encourages employees to experiment and explore new ideas. It can help to drive ongoing improvement and ensure that the organisation remains competitive in the long run. Innovation is essential because it allows companies to stay ahead of the competition by developing new products and services and improving existing ones. By fostering a culture of innovation, McDonald's can continue developing new and better ways to meet customer needs. McDonald's can foster a culture of innovation by encouraging employees to experiment with new ideas and creating an environment where it is safe to take risks and learn from mistakes.

Emphasise leadership development within the organisation to ensure that managers have the skills and knowledge needed to lead change initiatives effectively. Leadership is essential during a change initiative because it helps to set the tone for the organisation and guide employees through the process. By emphasising leadership development, McDonald's can ensure that managers have the skills and knowledge they need to lead change initiatives effectively. McDonald's can emphasise leadership development by offering leadership training and coaching and by promoting a culture of continuous learning and development.

[bookmark: _Toc133917231]Long-term recommendations

Emphasise sustainability by adopting environmentally friendly practices and products and promoting responsible sourcing and production. Sustainability is important because it is becoming increasingly important to consumers and can help to differentiate companies from their competitors. By adopting environmentally friendly practices and products, McDonald's can appeal to environmentally conscious consumers and reduce its environmental impact. McDonald's can emphasise sustainability by adopting environmentally friendly practices and products and communicating its commitment to sustainability to customers and other stakeholders.
Continue to innovate by investing in research and development and exploring new products and services that meet evolving customer needs and preferences. Innovation is essential in the long term because it ensures that companies stay ahead of the competition and meet evolving customer needs and preferences. By investing in research and development and exploring new products and services, McDonald's can continue to innovate and develop new ways of meeting customer needs. McDonald's can continue to innovate by investing in research and development and exploring new products and services that meet evolving customer needs and preferences.

[bookmark: _Toc133917232]Negative consequences of not implementing the recommendations

If McDonald's does not implement these recommendations, it may face several negative consequences, including the employees may be resistant to change if they do not understand the reasons behind the change or if they feel that they are not supported or trained adequately. If McDonald's does not embrace digital transformation or innovate, it may fall behind competitors who can offer more innovative products and services.
If the company does not emphasise sustainability or expand globally, it may damage its reputation among customers and other stakeholders who are increasingly concerned with environmental and social responsibility.
At last, If employees do not feel supported or engaged in the change process, they may become less productive and less committed to the company.



[bookmark: _Toc133917233]Conclusion

The COVID-19 pandemic has presented significant challenges for McDonald's, as it has for businesses worldwide. However, by applying academic change management and leadership models, methods, and theories, McDonald's can navigate these challenges and emerge stronger. By prioritising communication, employee engagement, and supply chain management, McDonald's can ensure the safety and well-being of its employees and customers while maintaining its position as a leader in the fast-food industry.
This report provides a demonstration of how the focus of this journal is to understand how organisations operate in addition to demonstrating my understanding of the change management models concepts that were addressed in class. As shown, a brief summary of the term examples has been addressed and clarified regarding how important these theories can be, and in addition, an enhancement in the fundamental life-decisive making.
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