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[bookmark: _Toc213368872]1. Introduction
[bookmark: _Toc213368873]1.1 Background and Context
Human Resource Management aims at developing individuals to enhance business performance and improve employee performance. Training and development (T&D) is one of the major HR functions that ensures that employees acquire new skills and advance in their careers. McDonald's, as one of the biggest employers in the world, employing more than 2.2 million people, devotes a lot of funds to lifelong learning and leadership development (McDonald's, 2024). It has been found that firms that have good training programmes achieve 24%  more in terms of profit margins (LinkedIn Learning, 2024). Nonetheless, employee turnover is still high and in frontline positions, particularly despite the investment by McDonald's.
[bookmark: _Toc213368874]1.2 Research Problem
Employees serving in fast food are usually subjected to restricted career paths and limited periods of employment. About 65% of restaurant employees quit within 1 year of service because of the lack of development opportunities (CIPD, 2024). This depicts a poor correlation between T&D and observable career growth. This relationship at McDonald's is crucial to grasp to promote retention over time and develop future leaders.
[bookmark: _Toc213368875]1.3 Rationale of the Study
This research is significant in the sense that it links training investment and career outcomes that can be measured. It also serves in the HRM theory and helps companies such as McDonald's around the world develop sustainable workforce strategies.
[bookmark: _Toc213368876]1.4 Research Aim
To investigate the connection between training and development strategy and employee career progression in McDonald's.
[bookmark: _Toc213368877]1.5 Research Objectives
1. To evaluate McDonald’s current training and development strategy.
2. To analyse employee perceptions of McDonald’s training and development through interviews with staff or former employees.
3. To explore how training affects employee career progression and motivation.
4. To analyse the impact of HR policies on retention and promotion.
[bookmark: _Toc213368878]1.6 Research Questions
1. How effective is McDonald’s training and development strategy?
2. How does training influence employee career progression within McDonald’s?
3. What are employees’ lived experiences and perceptions of McDonald’s training and career development opportunities?
4. What HR policies support or limit career growth in McDonald’s?
[bookmark: _Toc213368879]2. Literature Review
[bookmark: _Toc213368880]2.1 Introduction
The section is a critical analysis of the roles of training and development strategies in employee motivation, retention, and career development, with references to McDonald's as a fast-food organisation in the world. The review is based on theoretical insights and empirical evidence to elaborate on how structured learning and HR practices affect the long-term development of employees. It also determines gaps in the literature and how the research will be used to add to the academic and managerial knowledge on the topic of workforce development.
[bookmark: _Toc213368881]2.2 Theoretical Foundations
A number of human resource and learning theories support the relationship between training and career progression. The Human Capital Theory (Wuttaphan, 2020) considers training as an investment that increases the productivity of employees, which results in better performance in organisations. Employees with constant learning opportunities are in a better position to be promoted and have leadership positions. This theory is especially applicable in the case of McDonald's, which spends heavily on the global learning academy where it trains future managers. In addition to this, Social Learning Theory (Gibson, 2004) focuses on learning by observing and being part of a team. It presents the reasons why mentoring and teamwork are critical in the transfer of knowledge and skills development in service industries. As an example, peer coaching and job shadowing at McDonald's are two approaches that integrate experiential learning through the company. Jena and Nayak (2020) further state that the Career Development Theory additionally explains that career development is contingent on the interplay between personal goals and organisational goodwill. When the training is in line with individual objectives, workers are more dedicated to the internal opportunities. Recent studies build on these models. To use an example, Lu, Liu and Zhao (2017) showed how strategic training not only promotes job competence but also psychological ownership, which enhances retention. In the same way, Anlesinya and Susomrith (2020) discovered that HRM practices that are sustainable combine skill-building and long-term employability and revealed that training is an economic and ethical duty. These frameworks combined show that effective training is multidimensional, as it contributes to the formation of skills, motivation, and identity.
[bookmark: _Toc213368882]2.3 Organisational-Level Training and Development
Training and development (T&D) has been identified to positively influence employee and organisational performance. Hosen et al. (2023) confirmed that employees with frequent training are more productive and are more committed to the organisation. On the same note, Setyawati, Woelandari and Rianto (2022) emphasised that well-organised learning programmes coupled with clear promotion routes decrease turnover because they strengthen the employees with their conviction in promotion.
T&D is also a strategic component at McDonald's. Its own university, Hamburg University, educates more than 5,000 managers each year, including leadership and operations (McDonald’s, 2024). This pledge proves that the company's growth and employee capacity are in harmony. Copping, Green and Rees (2012) opined that strategies used in training should be aligned with business goals in order to produce sustainable performance. Within the McDonald's case, learning assists in efficiency, quality of customer service and consistency of the brand in the international market.
Current HR studies contribute new dimensions. Kilson (2025) has observed that hospitality worker education has become digital and blended to improve accessibility to dispersed teams. According to Lu, Liu and Zhao (2017), interactive e-learners can enhance employee engagement and lower training expenses. These results show that the digital modules investment at McDonald's can be related to the larger trends in learning innovation. However, Soliman (2024) cautioned that organisational training should be personalised to avoid loss of touch with the values of employees. Hence, the issue of balancing between standardisation and individualisation is a problem.
[bookmark: _Toc213368883]2.4 Motivation and Career Advancement of Employees
It is not possible to train without motivational structures. According to Setyawati, Woelandari and Rianto (2022), the employees perceive the promotion opportunities as the immediate manifestation of recognition. Career development is, therefore, a motivating and retention tool. Hosen et al. (2023) also associated career planning with less turnover and more job satisfaction. This is demonstrated in the McDonald's Archways to Opportunity programme, which offers employees a chance to get diplomas and managerial positions, an initiative that is in line with the Human Capital Theory.
Boxall and Purcell (2000) believe that motivation is due to the perceived equity and growth opportunities in HR systems. Employees whose body of training translates to actual career improvement show increased organisational identification.  However, M S D Senavirathna and Herath (2024) cautioned, this does not mean that most employees in the service sector do not face skill stagnation as a result of tedious work patterns. As such, motivation outcomes are determined by the quality and extent of training, as opposed to its quantity.
Psychologically, intrinsic motivation increases when employees perceive a fit between learning and self-development (Sandhu, 2012). This is the reason why the programmes offered by McDonald's, which connect individual progress to leadership rewards, contribute to increased retention as opposed to transactional rewards. Cerchione et al. (2025) also highlighted the need to make sustainable career systems both ethically involved and inclusive, where training opportunities are equally available without bias based on role or background.
[bookmark: _Toc213368884]2.5 Case Studies in the Fast-Food Industry
The comparative analysis of the fast-food industry provides useful information. In a comparison of McDonald's and KFC, Onalaja and Otokiti (2021) revealed that both brands invest in organised learning to perpetuate consistency, but that McDonald's has gained a greater profit in retention due to better career pathing. It was also found that local training adaptation, where country-specific modules are used in Asia and Europe, is also effective in adapting skills to local market demands.
Likewise, IHG (2024) revealed that organisations in the hospitality industry that adopt mentorship programmes as a basis of retention experience a 20% retention improvement. These results support the assumption that mentorship-based, feedback-based, and continuous improvement-based learning cultures result in employee loyalty. O’Sullivan et al. (2024) validated that the branding training as professional identity motivates long-term engagement, which McDonald derives with the help of leadership branding and internal certification systems.
Besides, Lu, Liu and Zhao (2017) have discovered that the companies that implement sustainable HRM systems produce greater employee satisfaction and trust. These values are in line with the inclusive leadership philosophy and equal opportunity in development that is embraced by McDonald's across the globe. However, as M S D Senavirathna and Herath (2024) warned, the effectiveness of training depends on the support of the manager and the organisation's communication, indicating that without regular oversight, programmes can lose their credibility.
[bookmark: _Toc213368885]2.6 Gaps in Literature
Despite the many studies that confirm the positive correlation that exists between training and employee performance, there is little empirical data that depict training and its relationship to quantifiable career growth, particularly in the fast-food environment. Numerous studies, including Setyawati, Woelandari and Rianto (2022) and Hosen et al. (2023), focused on motivation and satisfaction as opposed to quantifiable promotion or progression rates. Also, most studies have concentrated on the developed economies, ignoring cross-cultural differences in training efficacy in multinational corporations.
The other gap is the long-term assessment of the return on investment of training. According to Soliman (2024), HR studies do not often monitor the post-training paths of employees, and there is no certainty that the programmes actually result in leadership promotion. Limited coverage is also done concerning the impact that digital transformation and hybrid work patterns have on access to learning in the fast-food sector (Anlesinya and Susomrith, 2020). Therefore, additional case-specific and data-oriented studies, such as the one on McDonald's, now need to be made to relate strategic HR interventions to concrete career outcomes.
[bookmark: _Toc213368886]2.7 Research Aim and Conclusion Connection
The literature reviewed confirms that training and development improve skills, motivation and organisational performance. The individual relationship between investment in training and career advancement in fast-food organisations, however, is under-examined. This study has a solid conceptual basis as the Human Capital, Social Learning and Career Development theories are combined.
The study will attempt to address the gaps identified by analysing the training strategies of McDonald's to relate training results to real-life career advancement. The acquired insights will be added to the theory of HRM and will provide useful recommendations on how to enhance employee development, retention, and long-term sustainability of the organisation.


[bookmark: _Toc213368887]3. Methodology
[bookmark: _Toc213368888]3.1 Introduction
This chapter will outline the study procedure using the Research Onion model by Saunders, Lewis and Thornhill (2023). It will describe the philosophy of the research, approach, design, data collection, data analysis and ethical considerations. The research design will be a mixed-method approach to qualitative research with both secondary and primary data collected through interviews with 3-5 individuals. This design shall enable a thorough comprehension of the effects of training and development on employee career development at McDonald's.
[bookmark: _Toc213368889]3.2 Research Philosophy
An interpretivist philosophy will assist the study, as it will emphasise the comprehension of subjective meanings, experiences of the employees, and perceptions of training and development. Interpretivism will facilitate the researcher to examine the way the participants make sense of their workplace learning and career advancement (Bell, Bryman and Harley, 2019). This philosophical position will acknowledge that knowledge is constructed socially and that various perspectives will offer a deeper understanding of the HR practices at McDonald's.
[bookmark: _Toc213368890]3.3 Research Approach
The theoretical concept embraced will be an inductive one, and the data will be used to bring forth themes and patterns instead of testing hypotheses, presenting existing theories. Such an approach will help the researcher to study the effects of the training strategies on motivation and progression, which will lead to the formation of conceptual understanding (Yin, 2018). It will also ensure the flexibility of the interpretation of both the literature-based and interview data.
[bookmark: _Toc213368891]3.4 Methodological Choice and Design.
The investigation will be grounded on the mixed-method design, which is going to be a qualitative one, which will presuppose the analysis of secondary data and small-scale primary research. The case study method will be used, in which a single organisation, McDonald's, will be targeted. The approach will enable the study to focus on its training and development strategies holistically and their impact on the career development of its employees (Bryman and Bell, 2015). Both documentary analysis and interviews will be useful for combining the results and enhancing validity.
[bookmark: _Toc213368892]3.5 Data Collection
The two main sources of data will be used. To begin with, the secondary data will comprise academic journals, company annual reports, and reputable HR publications that are less than five years old. Secondly, the primary data will be obtained by conducting semi-structured interviews with 3-5 respondents who have worked at McDonald's or used to work there (Jacob, 2023). The selection of participants will be conducted using purposive sampling to ensure that they have relevant experience in training and development programmes. The interviews will be professionally and confidentially carried out, and they will take about 15–20 minutes.
[bookmark: _Toc213368893]3.6 Data Analysis
The thematic analysis will be used to analyse the data. The secondary and interview data will be critically examined in order to come up with recurring themes in terms of training quality, promotional opportunities, and motivation (Sanders, Cogin and Bainbridge, 2014). The trends that will emerge will subsequently be equated to indicate the connection between training approach and career advancement.
[bookmark: _Toc213368894]3.7 Credibility, Validity and Ethics.
Data collection will be done with ethical approval. Informed consent will be given to the participants who will be provided with detailed information about the study (Saunders, Lewis and Thornhill, 2023). They will be provided with anonymity and confidentiality. Comparing the secondary and primary results will contribute to increased reliability, whereas the report transparency will contribute to greater credibility of the study.
[bookmark: _Toc213368895]3.8 Summary
The study will be in the form of interpretation, inductive, and qualitative research using secondary data and interviews. The Research Onion framework will be used to facilitate the process so that there will be methodological consistency, ethical standards, and valid results concerning training and career advancement at McDonald's.
[bookmark: _Toc213368896]4. Expected Findings
The research is likely to show an evident positive correlation between the training programme and employee career development in McDonald's. Training will be effective to boost promotional opportunities and reduce turnover. Well-organised learning systems are likely to enhance the motivation, performance, and retention of the employees in the organisation. The growth programmes, like leadership and capacity building, will probably promote internal mobility and retention. The study will also be anticipated to be in line with the Human Capital Theory in showing that the investment in employee learning enhances the performance of the company. It can be expected that the Social Learning Theory will justify the fact that mentoring and teamwork are powerful tools to enhance job satisfaction and personal growth. The practical experience will demonstrate that excellent training policies can help HR leaders focus on creating more inclusive and performance-based development systems. The results will assist international service organisations to enhance employee engagement and lower the replacement expenses. Nevertheless, the differences in performance can be observed between various countries and levels of employment in McDonald's, based on the resources and practices of management.
[bookmark: _Toc213368897]5. Limitations
The study will experience a restriction of access to the internal HR data of McDonald's, which can limit the investigation. Since the study will be based entirely on secondary sources, there is a possibility of bias due to previous publications. Time constraints will be the limitation when it comes to cross-country comparisons within the global network of McDonald's. The interpretation of the researcher could also introduce certain subjectivity to the data analysis. To overcome these weaknesses, only the reliable and verified sources will be chosen. The information presented in various reports will be cross-checked to minimise the possibility of bias. Openness in reporting the findings shall enhance the validity and credibility of the research. Such measures will make the study objective, ethical, and in line with the academic criteria.
[bookmark: _Toc213368898]6. Timeframe 
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	Research Stage
	Activities
	Timeframe (2025–2026)

	Topic Finalisation & Proposal Approval
	Confirm topic and prepare proposal draft
	4 Nov – 17 Nov 2025 (Weeks 1–2)

	Literature Review
	Collect and analyse secondary data from academic journals and HRM reports
	18 Nov – 8 Dec 2025 (Weeks 3–5)

	Data Collection
	Gather McDonald’s corporate reports, HR policy data, and peer-reviewed sources
	9 Dec – 22 Dec 2025 (Weeks 6–7)

	Data Analysis
	Thematic categorisation and interpretation of secondary data
	23 Dec 2025 – 5 Jan 2026 (Weeks 8–9)

	Draft Writing
	Write main dissertation chapters (Introduction to Findings)
	6 Jan – 19 Jan 2026 (Weeks 10–11)

	Review & Feedback
	Submit draft for supervisor feedback and make necessary revisions
	20 Jan – 26 Jan 2026 (Week 12)

	Final Submission
	Proofreading, formatting, referencing, and final submission
	27 Jan – 3 Feb 2026 (Week 13)



[bookmark: _Toc213368899]7. Conclusion
The study will critically examine the effect of training on career development in McDonald's using secondary qualitative data. It will also add to the HRM body of knowledge as it will tie learning investment and quantifiable growth results. The research will assist employers in the global market to develop greater development systems that enhance retention and internal promotion. In general, it will be viable, moral, and worthwhile to scholarly knowledge and HR practice.
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