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[bookmark: _Toc216742527]Abstract
The dissertation examines the interaction between the training and development approach and employee career advancement in McDonald's, targeting frontline and supervisor positions. The research paper focuses on the issue of enduring employee turnover and minimal internal mobility in the fast-food industry despite the massive organisational investment in training systems. Qualitative, interpretivist, case study design allowed the researcher to gather data by use of semi-structured interviews with the five currently working employees of McDonalds at varying levels of employment and backed by supporting secondary sources. Thematic analysis was used to analyse the perceptions, lived experiences, and organisational practises in respect to training, motivation and progression of the employees. The results indicate that even though the training system at McDonalds is highly well-organised and accessible, its quality in helping staff advance their careers is limited in terms of uneven administrative application, time constraints, employee imbalance, and unequal opportunity access. The training was discovered to improve the employee confidence, role competency and motivation, especially when coaching and recognition were applied. Nevertheless, the passing of training modules was not a guarantee of promotion or definite career growth. Digital learning materials were seen as effective in the initial acquisition of skills but not in their development in the long-term unless it has a practical underpinning. The paper finds that training is a necessary yet not sufficient state of progression in a career, where moderating factors are store-level culture and managerial discretion. The study provides qualitative knowledge on training output in low-skilled service labour and underlines the significance of synchronising delivery of training, equity and reinforcing structures to enhance retention and internal career laddering in fast-food organisations.
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	Term
	Definition

	Career Progression
	The advancement of an employee into higher roles, responsibilities, or status within an organisation.

	Career Stagnation
	A situation where employees experience limited or no opportunities for advancement over time.

	Crew Trainer
	An experienced McDonald’s employee responsible for training and supporting new crew members.

	Digital Learning Modules
	Online training resources are used to deliver standardised learning content to employees.

	Employee Turnover
	The rate at which employees leave an organisation and are replaced within a specific period.

	Human Capital Theory (HCT)
	A theory suggesting that investment in employee training increases productivity and organisational value.

	Interpretivist Research Philosophy
	A qualitative approach focused on understanding subjective experiences and meanings.

	Managerial Discretion
	The authority managers have in making decisions regarding training, development, and promotion.

	Purposive Sampling
	A sampling method where participants are selected based on relevant experience or knowledge.

	Semi-Structured Interview
	A qualitative interview method using open-ended questions with flexible follow-up prompts.

	Social Learning Theory (SLT)
	A theory proposing that learning occurs through observation, imitation, and social interaction.

	Thematic Analysis
	A qualitative method used to identify and interpret recurring patterns within data.

	Training and Development (T&D)
	Organisational activities aimed at improving employee skills, knowledge, and competencies.
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[bookmark: _Toc214812868][bookmark: _Toc216742530]1.1 Background and Context
Human Resource Management has become a central part of the business world. People are the key to the development of strong skills and facilitating business expansion by HR teams. Today, training and development have become one of the instruments of this purpose. Today, many companies consider training as one of the key success factors in the long run. Moreno, Rojas and Morales (2024) demonstrate that companies make more profits when investing in effective learning systems. Training cultivates skills, increases service quality, and assists the firms in remaining competitive.
The issues surrounding HR in the fast-food industry are more complex than in other industries. It is low pay and low-status work which many workers tend to perceive. The stress levels among the staff are very high since the number of customers increases rapidly at the peak operating time. Their sector is only characterised by temporary jobs for many workers who are not getting any career advancement. The turnover rate is very high in the hospitality and fast-food industries annually. Nearly 60%  of employees leave within one year, according to data provided by CIPD (2024). Such a wavering loop is detrimental to serving the customers and slows down the rate of team members.
McDonald's is present in over one hundred countries around the world today. It has nearly 2.2 million employees both at company and franchise locations (McDonald’s, 2024). It is a major investor in the formal and structured learning systems of workers. Hamburger University trains the future managers using the global leadership and service modules. Digital learning tools serve new employees who require expedient and easy daily training. The company also employs blended learning in the pursuit of supporting employees who belong to distributed groups around the globe.
Although these are powerful training implements, employee turnovers continue to occur among the frontline occupations. It is reported that after such long periods of training, workers have little mobility into higher positions. Such disparity is an indication of a disconnect between training design and the career development of staff. Most employees complain that they received good training, but only marginal growth within local restaurants. This implies that there are more problems in the career systems that favour promotion.
The fast-food industry is thus a convenient area to research the effectiveness of training. The advantages of McDonald's are the provision of a global brand, effective learning systems, and HR policies. However, it still has significant retention and career development problems in most markets. Such circumstances render McDonald's a coaching scenario of insightful training and career development.
[bookmark: _Toc214812869][bookmark: _Toc216742531]1.2 Research Problem
The biggest issue that the fast-food industry does not have today is turnover. The low skill development, poor remuneration, and poor internal mobility drive away many workers. Statistics indicate nearly sixty-five per cent of employees quit fast-food positions annually (CIPD, 2024). This puts continuous pressure on hiring and pushes business expenses to the brink of business firms. It has also been found that the majority of frontline jobs provide limited learning opportunities and lack long-term career paths. The training itself might fail to aid in permanent progress to a high level.
Most researchers allege that training boosts loyalty and performance in service jobs. Hosen et al. (2023) associate high training with performance and increased motivation. Nonetheless, research studies in fast-food courts demonstrate that it has low long-term effects on career advancement. There are numerous employees who go through training and are still unable to advance their careers in the local branches. This destroys the connection between the learning activities and actual employment mobility. It indicates that most of the training programmes might equip the staff with the tasks and not the future roles.
Global training systems are employed to offer standard service by most companies in every market. McDonald's uses highly rigorous international training frameworks in most countries. These models generate uniformity but can disregard local demands and local labour arrangements. Local managers might not have time and funds to contribute to more profound development (Fredberg and Pregmark, 2022). There are those branches that compromise more on speed and task accomplishment than on growth and mobility. Such a disjuncture brings incongruency between company promises and employee experiences.
Online education assists various organisations in minimising training expenses and improving accessibility. Today, McDonald's employs the short modules, in-store training and mobile learning (Gruenewald, Kneip and Kozica, 2019). Digital learning, however, is not able to substitute for face-to-face coaching to develop fully. Employees usually require individual training and development opportunities. This is a gap that poses the question of the actual value of digital-only.
The academic research in this area is still limited to quantifying the effects that training has on careers in fast food. There is a need to gather more evidence to connect training endeavours with actual promotion results. The industry requires more knowledge on the role and usage of training among employees. This paper bridges that gap as it discusses the aspect of training and career development at McDonald's.
[bookmark: _Toc214812870][bookmark: _Toc216742532]1.3 Rationale for the Study
Academic Rationale: The research provides evidence that is needed on training and career outcomes in fast-food positions. The majority of studies discuss motivation and satisfaction without considering the actual effects of promotion. The fast-food industry does not have any studies which correlate the training with quantifiable career pathways. This constrains the knowledge on the Human Capital Theory's productivity in the low-skilled work. The argument that human capital Theory posits is that training increases value and creates improved positions (Wuttaphan, 2020). Nevertheless, the majority of fast-food positions are still monotonous and provide limited activities on a daily basis. This renders the connection of learning and growth more practically weak.
Social Learning Theory assists in learning by providing directions, cooperation and modelling. In the high-pressure environment of fast food, peer training and buddy systems are applied (Kalil and Grant, 2021). However, numerous employees complain about the lack of coaching because of a shortage of personnel and long queues. This lowers the effects of informal learning in such settings. The Career Development Theory emphasises the importance of having specific objectives and match support (Walker-Donnelly, Scott and Cawthon, 2019). However, most of the frontline employees have no clear way of knowing their place in the hierarchy. This raises the gaps in the conceptual voids in the fast-food setting.
This paper develops more knowledge through the application of these theories to the systems at McDonald's. It focuses on how employees comprehend training, utilise learning and pursue development. It builds on scholarly discussion on the effectiveness of training in low-skilled positions. It gives a fresh perspective on how development would add value to a firm in the long term in the case of fast-food companies.
Professional Rationale: Its results can assist McDonald's in developing more effective retention structures in the local locations. The turnover damages the quality of service and increases the costs of the key employees each year. More profound insights may assist the managers in constructing more precise advancement paths for staff. Numerous fast-food companies want a more robust pipeline of leaders, and they are unable to develop it. The research will be useful to HR departments in developing global and local training courses. Information can assist companies in integrating online education with practical coaching to a greater extent. Another issue that is addressed by policymakers is how to establish stable hospitality careers among young employees. This paper has evidence to back up those broader labour market objectives.
[bookmark: _Toc214812871][bookmark: _Toc216742533]1.4 Research Aim, Objectives and Questions
Research Aim 
To investigate the connection between training and development strategy and employee career progression in McDonald's.
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.
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: _Toc214812872][bookmark: _Toc216742534]1.5 Conceptual and Theoretical Foundations
According to Human Capital Theory, training equips them with helpful skills which enhance future performance. The theory considers training as an investment that enhances long-term career development (Wuttaphan, 2020). This concept applies to McDonald's since the company is banking on trained front-line work teams. The theory, however, presupposes that all the trained employees obtain equal admission to improved positions. Progressive substitutes of most fast-food employers are unable to facilitate this because stores are busy and there are few openings. This establishes an obvious discrepancy between theory anticipations and actual work realities.
The Social Learning Theory focuses on learning by observation and peer support in everyday work activities. The teams in the fast-food business rely on swift role modelling in their busy day-to-day deployment of the service (Hosen et al., 2023). This theory describes the ability of new employees to surround experienced employees to acquire skills within a short period. Nevertheless, deep learning by peers could be compromised by short shifts and high staff turnover. There are a lot of workers who do not have one stable mentor, as teams are usually changed every month.
Career Development Theory is concerned with specific objectives and the planned career tracks of every employee. It puts emphasis on the necessity of support structures that match personal objectives to the company targets (Walker-Donnelly, Scott and Cawthon, 2019). McDonald's operates on the aspects of modules and coaching that help new staff to follow a set career path. However, there are still many frontline positions that do not have rapid or definite advancement opportunities. These contradictions demonstrate that all three theories are required in this research.
[bookmark: _Toc214812873][bookmark: _Toc216742535]1.6 Significance of the Study
This study is a very strong scholarly contribution in that it deals with training for low-skilled jobs. Many research works have focused on office work, but not on frontline service work. The paper contributes to the theory by updating the training by implicating it with actual career achievement in the fast-food sector of employment. It identifies the operation of the Human Capital and Social Learning theories within narrow service environments. It fills the knowledge gaps pertaining to the learning process of employees in high-pressure restaurant-setting environments.
The research has an apparent managerial implication for McDonald's and companies of the same kind. To create training systems that help stimulate the internal long-term growth, managers require insight. The results can assist leaders in revisiting existing programmes that are not likely to facilitate mobility. Managers can also use the outcomes in developing superior coaching and development designs. This can enhance the retention and lower the turnover of busy restaurants.
The study is also valuable to society as a number of young employees begin by serving in fast-food positions. The research would be able to promote improved career opportunities in this industry to entry-level employees. It can assist policymakers in having an idea of how training can enhance life opportunities for many young staff. This widens the benefit of the labour market and workforce stability.
[bookmark: _Toc214812874][bookmark: _Toc216742536]1.7 Scope of the Study
This paper analyses the training systems as applied in the McDonald's restaurants and learning modules. It deals with the awareness of frontline employees regarding career development and promotion. The study gathers the opinions of existing or previous employees who have direct employment. It utilises secondary sources alongside interviews of three to five participants. The paper does not evaluate the financial performance and global corporate strategies adopted by McDonald's. It is not evaluative of franchise variations within the international markets or regions. The limits again are restricted by time, access to data and master level research 9. It will also seek to give an empirical understanding of training and career development within local restaurants.
[bookmark: _Toc214812875][bookmark: _Toc216742537]1.8 Structure of the Dissertation
[bookmark: _Toc216742803]Table 1 Structure of the Dissertation
	Chapter
	Content Summary

	Chapter 1: Introduction
	Presents the study background, research problem, aim, objectives, questions, rationale, scope and overall structure.

	Chapter 2: Literature Review
	Critically analyses theories, academic debates, and industry evidence and identifies key research gaps related to training and career progression.

	Chapter 3: Methodology
	Explains research philosophy, approach, design, sampling, data collection, analysis methods, validity and ethical considerations.

	Chapter 4: Findings and Discussion
	Presents interview results and interprets the themes using theory and past studies, linking evidence to training, motivation and career progression.

	Chapter 5: Conclusion and Recommendations
	Summarises key insights, highlights academic and practical contributions, outlines limitations and proposes future research directions.





[bookmark: _Toc216742538]Chapter 2: Literature Review
[bookmark: _Toc216742539]2.1 Introduction 
The purpose of this review is to investigate what previous research revealed regarding training and career development. The review will analyse how training influenced skills, motivation, and progress in fast-food jobs. The ideas will also be connected in the review to the primary objective of this research study. The point of interest is to know how training will assist actual career advancements within McDonald's. The review will also help in the research objectives that will guide this study. Its objectives are premiums in training, employee perceptions, and the relationship between education and development.
McDonald's is a large international employer, and it has articulated training systems. Formal learning, digital tools and predetermined job routes are employed by the company in several jobs. These systems render McDonald's a good subject for research training and employee development. Most workers come in with minimal skills and hope that they will someday get better jobs. This contributes to making training an important aspect of their work life and their aspirations towards advancement.
A critical review is required as studies of the past have had inconclusive and weak results. Certain research centred on motivation, and fewer were on actual promotion steps. Other studies employed other methods that created a gap in the field. A thematic review is used to rearrange thoughts and provide a distinct perception of the subject. It is also useful to demonstrate where there are still gaps in the research field.
This chapter will proceed through major theories and concepts in association with training and development. It will then venture into research concerning fast-food companies and service groups. The chapter will conclude by demonstrating the major gaps and framework of this study.
[bookmark: _Toc216742540]2.2 Theoretical Foundations: Linking Training to Career Progression
[bookmark: _Toc216742541]2.2.1 Human Capital Theory (HCT)
The Human Capital Theory states that training augments skills and future career prospects (Wuttaphan, 2020). According to the theory, trained workers generate more value for organisations. But when working in low-paid and high-turnover workplaces, this often fails. Winterton and Cafferkey (2019) stated that the skills acquired seldom translate into promotions at all in any case. Most fast-food buildings are limited to long-term development since positions are confined to routine. Setyawati, Woelandari and Rianto (2022) mentioned that training enhances the motivation and daily performance of a worker. Hosen et al. (2023) stated that trained employees tend to be more committed to employers. However, neither of the studies found definite links between training and promotion outcomes. This gap constrains the predictive capability of HCT in actual restaurant environments. Yazdani and Wells (2018) also noted that organisational barriers can usually stand in the way of using skills to make progress. Their perspective implies that systems at the workplace are important instead of investing in training. Gould (2010) also indicated that there are a lot of stores at McDonald's where people will get to learn something fast and have little career depth. These problems demonstrate that these assumptions of HCT do not coincide with much of the fast-food reality. Structural limits and narrow career ladders can never be transformed by training. Thus, HCT is useful to explain skill development, but it does not do so in terms of progression patterns.
[bookmark: _Toc216742542]2.2.2 Social Learning Theory (SLT)
The Social Learning Theory postulates that individuals tend to learn through observing other people and imitating behaviour (Gibson, 2004). Numerous restaurants rely on this process, the high-pressure aspect of learning tasks. McDonald's makes use of peers and shift leaders, as well as buddy support, in training new employees. Puleka and Kakade (2018) contended that this modelling has a strong influence on staff performance in their early years. Nevertheless, the stable learning patterns of most store teams are interfered with by high turnover. According to Senavirathna and Herath (2024), volatile environments may augment the risks of career stagnation. Gould (2010) has also stated that fast-food learning is clear and task-oriented. These conditions do not allow for further education that one requires to ascend to higher positions. IHG (2024) emphasised that systematic mentoring has a significant retention impact on hospitality companies. This implies that mentoring can help overcome the weaknesses in informal modelling systems. However, it is not common to find mentoring as it is throughout all the McDonald's stores. SLT describes how skills are transferred, but not the gradual development encountered by most employees. The theory ignores the narrow promotion channels or commerce channels. Thus, SLT facilitates knowledge of initial education, and not future career benefits.
[bookmark: _Toc216742543]2.2.3 Career Development Theory (CDT)
Career Development Theory states that careers can develop when goals match workplace opportunities (Jena and Nayak, 2020). In its culture of development, McDonald's repeatedly mentions internal mobility. The Archways to Opportunity programme is in favour of education and leadership opportunities (McDonald’s, 2021). According to these programmes, employees have the potential to climb the ladder more than in an entry position. But in most stores, actual performance is usually lower than the projected expectations. Sandhu (2012) claimed that employees remain loyal when learning is associated with individual interests. Hung and Ramsden (2021) stated that observable dividend cues enhance promotion efforts. Many workers, however, run to McDonald's with short-term goals or a foreign career plan. This restricts their capacity to enjoy ordered promotion programmes. Alagararai and Shuck (2015) also emphasised that performance and participation are undermined by misaligned systems. Their performance advocates the issues of ambiguous or unavailable promotion paths. The chances of real upward movement are also limited by the few managerial vacancies. These variables undermine the claims by CTD that training causes stable career development. Thus, CDT describes the motivational processes well, but has problems explaining stalled improvements.
[bookmark: _Toc216742544]Synthesis Across Theories
HCT, SLT and CDT formulate helpful yet incomplete accounts of training outcomes. HCT describes the value of skills but neglects the impediments to promotion in most restaurants. SLT predicts rapid acquisition and not low progress in short-staffed workplaces. CDT is used to explain motivation and not structures limiting career mobility. The theories put together seem to be that training can support learning, but not to ensure progress. They demonstrate contradictions between training expectations and actual performance in the workplace. These tensions support further research on how McDonald's leads its training and career structures.
[bookmark: _Toc216742545]2.3 Organisational-Level Training and Development Strategies
[bookmark: _Toc216742546]2.3.1 Strategic Role of T&D in Organisational Performance
Hassen et al. (2023) demonstrated that systematic training increased commitment and performance of workers. They also found that career views were formed by training, and new turnover intention was formed. Martini, Gerosa and Cavenago (2022) demonstrated that turnover intention was lessened by development support. They found that in their work, an opportunity to grow enhanced the trust and minimised exit plans. It was demonstrated in Bilderback (2023) that a training associated with sustainability enhanced long-term organisational strength. According to Sult, Wobst and Lueg (2023), training facilitated key change in most companies. Their analysis revealed that learning developed the capacity to learn complex objectives in teams. These studies revealed quite good associations between training and consistent performance.
Nevertheless, these studies were limited because of the research designs. Taris, Kessler and Kalloway (2021) have clarified the fact that numerous training studies were cross-sectional. They had the opinion that such designs were incapable of displaying strong cause-and-effect links. According to Wang and Cheng (2020), cross-sectional work reduced the strength of true claims. Their study demonstrated that the work lowered the accuracy and the validity of self-report data. Other designs adopted by Hassen et al. (2023) were also self-report surveys. This procedure added the risk of bias in employee responses. The cross-sectional instruments were also used by Martini, Gerosa and Cavenago (2022). Their approach restricted statements of change during extended work periods. These problems demonstrated that there were solid connections, but they had to be tested further. These aspects informed the context emphasis in this research.
[bookmark: _Toc216742547]2.3.2 Strategic Alignment of Training and Business Goals
According to Copping, Green and Rees (2012), training should be aimed at specific business objectives. Their perception was that the learning systems should have direct connections to firm results. According to Vayyavur (2020), it raised success and work strength in the long term by increasing the alignment. Their study demonstrated that coordinated systems enhanced workflow and group output. These concepts revealed that the value of training was greater when it was associated with a strategy.
This perception aided in explaining how McDonald's was operating in the global markets. Global training was applied in the company to steer brand objectives and the quality of services. Nevertheless, Martini, Gerosa and Cavenago (2022) demonstrated changing needs of workers depending on the setting. According to their work, training has to adapt to the local expectations. Bilderback (2023) revealed that training is required to connect to the overall firm objectives. This assertion justified the existence of a global and local balance. These concepts demonstrated a conflict between international regulations and regional employee demands. This conflict determined the manner in which training was being practised within various McDonald's stores of the McDonalds.
[bookmark: _Toc216742548]2.3.3 McDonald’s Learning Ecosystem and Digital Transformation
According to McDonald's (2024), the company employed deep learning systems. These systems comprised Hamburger University and numerous online digital modules. Kilson (2025) demonstrated that digital learning brought accessibility to wide work groups. This perception was similar to McDonald's using blended learning for employees. The article by Lu, Liu and Zhao (2017) demonstrated that e-learning was more effective in engaging the staff when properly used. They demonstrated that digital tools enhanced the interest and acquisition of skills among workers. These concepts proved to influence McDonald's decision to go digital in a flexible manner.
Soliman (2024), however, cautioned that digital systems were prone to poor personalisation. They saw the possibility of AI systems losing the human insight, as seen by users. This assertion was important to employees at McDonald's when the shifts were busy. There was often a need to coach them as opposed to taking automatic steps in their learning process. Sult, Wobst and Lueg (2023) further contended that complex work changes should be supported through the training. Their perception depicted that digital tools required powerful context and support. These concepts demonstrated that online education was effective but had to be well-designed. As demonstrated by Martini, Gerosa and Cavenago (2022), staff responses influenced the results of development. Their work implied that digital learning should address the needs of workers so that it becomes successful.
These arguments had evident implications for the frontline employees of McDonald's. Labourers needed easy access to education as well as individual assistance for hard work. The digital tools assisted them to learn quickly, but did not address the profound skills requirements. McDonald's should have found a medium between digital and real-world coaching.
[bookmark: _Toc216742549]2.4 Employee Motivation and Career Advancement
[bookmark: _Toc216742550]2.4.1 The Role of Motivation in Linking Training to Progression
Training usually contributed to inner motivation to work better and further develop. Gibbs (2021) indicated that learning tasks were more interesting and personally focused. According to Oudeyer et al. (2016), inner curiosity augmented the span of effort and long-term commitment as well. Sandhu (2012) described training as having enhanced motivation when there is a perfect fit between the job and the strength of the worker. The Good fit generated better interest in learning and increased confidence in a career. Mismatch undermined the relationship between learning and confidence in future roles. Saufi et al. (2020) discovered that the meaning attained by the worker concerning training support was influenced by job fit. Weng et al. (2025) were also able to add that job fit enhanced mental strength and work stability. These studies indicated that training was only effective when workers were compatible with tasks. This developed a distinct value to McDonald's since the roles at work tended to vary rapidly. The employees should have felt that the training activities were related appropriately to their abilities and objectives. In the absence of this connection, motivation remained low, and progression became less strong between teams.
[bookmark: _Toc216742551]2.4.2 Employee Perceptions of Career Opportunities
Career development was low in most service jobs with rapid work cycles. Abele et al. (2012) claimed that employees have frequently had to work extended durations without actual advancement. Stagnation in careers demoralised energy and drove workers off long-term work plans. The Theory of Career Development presupposed definite paths, whereas service occupations could hardly have clear paths. According to Joseph Mofokeng et al. (2025), the views of workers differed according to their ages, skills and background. These influenced the level of training and job evaluation by the workers. CDT presupposed stable movements, whereas in fast-food scenes, stable movement was not possible. This discrepancy resulted in stress and less faith in internal prospects. Employees used to feel that training simply equipped them with simple tasks. They did not observe any direct processes of rising positions or expanded abilities. This minimised long-term plans and enhanced the feeling of stifled growth. According to Martini et al. (2022), when growth is limited, the desire to leave faster grows. The results indicated that training did not affect motivation as much as progression beliefs did.
[bookmark: _Toc216742552]2.4.3 Equity, Fairness, and Organisational Identification
In busy workplaces, training outcomes are focused on perceived fairness. Muzumdar (2025) indicated that the treatment was fair, which enhanced trust and comfort at work. Another point made by Boxall and Purcell (2000) was that worker loyalty and identity were influenced by fairness. Equal education opportunities created better connections between the organisation and workers. According to Saufi et al. (2020), fairness was found to make a job more fitting and reduce growth concerns. Workers felt special when they realised they were provided with excellent training options. Joseph Mofokeng et al. (2025) also contributed to the notion that unfair systems led to low inter-group trust. Employees then found no incentives to remain or strategise in terms of their subsequent roles. This caused a high turnover rate and harmed the long-term strength of a team. Fairness was, therefore, an important linkage between motivation and training. It influenced the level of workers' feelings within the organisation and prepared them to grow.
[bookmark: _Toc216742553]2.4.4 Ethical and Inclusive Talent Development
Ethical training systems facilitated robust learning and development for all workers. According to Cerchiore et al. (2025), trust and long-term value were enhanced by access to fair learning. Ethical systems facilitated equal benefits to the workers of diverse backgrounds. Weng et al. (2025) had results that indicated that favourable climates enhanced health and employment security. Bilderback (2023) has observed that the sustainable training systems assisted the creation of long-term team power. The ethical learning has provided secure and free working environments. This enhanced advancement reduced the chances of undue limitations. According to Martini et al. (2022), inclusive plans minimised the intention to leave soon. Training was made real and meaningful to the workers with the help of fair and ethical structures. This gave them any indication that they could study and see their bright futures. Ethical training was thus becoming a foundation for longevity and stable teams.
[bookmark: _Toc216742554]2.5 Insights from Fast-Food and Hospitality Case Studies
[bookmark: _Toc216742555]2.5.1 McDonald’s vs. Competitors
According to Onalaja and Otokiti (2021), McDonald had well-organised learning systems that enabled the apparent growth of workers. Bedi (2015) revealed that McDonald’s applied powerful global training, and KFC was concentrating on national needs. Haider et al. (2012) discovered that training strength and service quality were regarded as brand views. According to Suthammanon et al. (2024), clear learning paths enhanced the use of skills and long-term development. These studies revealed that the wide training plans built by McDonald's provided fewer career steps. KFC employed local training, which was flexible and at times resulted in faster role movement. Mizrak (2023) described that multinationals were put in a bind with international policies and local labour requirements. This conflict conditioned the perception of workers regarding justice and actual opportunities for development. McDonald's thus provided good education, yet poor mobility among most of the store employees. More powerful local plans would facilitate greater movement of roles across the units and markets.
[bookmark: _Toc216742556]2.5.2 Hospitality Mentorship Evidence
According to IHG (2024), retention and greater confidence in work increased through structured mentoring. Ward-Smith et al. (2022) discovered that mentoring enhanced the stability of new workers and long-term plans. According to Goh and Richardson (2024), mentoring is performed optimally in the context of extended learning systems. Liu et al. (2024) demonstrated that effective mentors minimised silence and facilitated active problem-solving. These works proved the Social Learning concepts since employees acquired skills via guided learning. According to O’Sullivan et al. (2024), intensive training of identity increased pride and the wish to stay. Mentorship was thus an important tool in abrupt environments where there is a high turnover. It also connected training activities to actual worker requirements and long-term routes. These concepts demonstrated how broader mentoring paradigms would benefit McDonald's.
[bookmark: _Toc216742557]2.5.3 Global vs. Local HRM Alignment
According to McDonald’s (2024), the global training plans were designed towards a high brand and service cohesion. According to Mizrak (2023), international regulations tended to overlook local interests and employee restrictions. Suthammanon et al. (2024) demonstrated that competency systems required local tasks to have distinct career steps. According to Goh and Richardson (2024), effective results require a structured support that is appropriate to the local culture. Bedi (2015) demonstrated that the global brands normally lost value in training when local needs were affected. According to Haider et al. (2012), training related to everyday tasks was appreciated by the local worker groups. McDonald's thus had some real tensions when using uniform training in most of the regions. According to Liu et al. (2024), local mentoring enhanced comfort and reduced silence in teams. These lessons revealed that local modifications were required on international strategies to stimulate transparent expansion. Good fitness enhances equity, competence, application, and retention among the workers.
[bookmark: _Toc216742558]2.6 Identified Gaps in the Literature
The majority of the studies presented the training-related developments in confidence, but not actual career movement. According to Martini et al. (2022), training influenced turnover intention but not concrete promotion actions. Hesen et al. (2023) demonstrated that training increased performance but failed to show long-term progress. This left a gap, as not many studies connected training with actual career progression. The necessity to investigate real movement within the fast-food work was also determined by this gap.
The majority of studies utilised surveys and did not examine the lives of workers. Abele et al. (2012) added that tight work structures might manifest career stagnation. These concepts were never put through McDonald's settings with elaborate worker perceptions. This void interfered with the comprehension, as employees had a tendency to encounter dark roads and lose support. This gap, hence, is connected with the research questions of worker experiences.
Several studies extolled the virtues of digital learning and failed to focus on real development. According to Kilson (2025), digital systems increased accessibility in busy teams. According to Lu et al. (2017), e-learning increased involvement in initial tasks. However, these studies did not demonstrate whether such systems facilitated the provision of long-term career steps. This was an important gap since the digital learning continued to take centre stage in the McDonald training.
Huge international companies experienced high conflict between international regulations and domestic demands. According to McDonald's (2024), international strategies were supposed to achieve unity and competent prowess. According to Mizra (2023), the international HR regulations have been found not to work where the local requirements were altered. However, very little research has put this outcast to the test in the fast-food contexts in various markets. This created a knowledge gap on how training was operational in different national settings.
The issue of career stagnation was not fully explored in the research into training. According to Abele et al. (2012), stagnation expanded due to the lack of skills in the real value. This concept has not often been associated with intensive systems of training in large chains. This gap influenced the essence of the need to research why training was unsuccessful at producing growth in some instances.
These gaps are related in a straightforward manner to the research questions since they revolved around actual movement of workers, worker attitudes, electronic systems, international tensions, and stagnant possibilities.
[bookmark: _Toc216742559]2.7 Conceptual Framework
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[bookmark: _Toc216742775]Figure 1 Conceptual Framework
Source: (Self-Made)
Human Capital Theory demonstrated that training enhances skills and the value of a future career (Wuttaphan 2020). Social Learning Theory demonstrated that individuals carried out their learning effectively via modelling daily and team upkeep. The Career Development Theory demonstrated that individuals develop when ambitions conform to work paths (Jena and Nayak 2020). These concepts are closely related during this research as they both describe a major aspect of the training process. They also aided in demonstrating why training was successful to certain employees but not others.
The structure demonstrated the impact of the training plan on the initial learning phase. The processes of learning at that time facilitated the utilisation of skills by involving teams, instructions and group practices. The motivation increased as workers perceived themselves to be unconditionally supported and having definite growth opportunities. The next incident, then, was career progression as new competencies aligned to distinct avenues within the firm. At each stage, organisational support served as an intermediary since low levels of support were a growth retardant. Digitalisation moderated too, since robust systems enhanced access yet restrained actual coaching in some cases.
This framework directed the research since each question was associated with a definite idea. It assisted in demonstrating how training had passed the shifting plans to skills and ultimately to career strides. It was also useful in explaining why some workers progressed and others remained stagnant.
[bookmark: _Toc216742560]2.8 Educated Estimation of Expected Findings
Training and development must enhance performance at work and skills. Fair access to training should prepare workers to be more prepared for new tasks. Training is to be motivated when it is related to the personal ambitions of a particular worker. Wuttaphan (2020) demonstrated that skill development enhanced professional value in the future. Workers usually take more positive careers that are backed by training for long-term plans. There should also be a strong feeling of learning in the presence of coaching and teamwork in every store. Gibson (2004) demonstrated that clear modelling inculcated people to learn well.
Digital training is not something that should automatically promise a career movement in most stores. There are some employees who might complete modules and fail to observe any actual career advancements. Online work should only be considered as helpful in the basic work by many workers. There could be stores that have good support and others that do not provide adequate support. Manager support must be presented as one of the crucial determinants of career development. Some managers might lead the staff, and others might not provide direction. One should use these gaps in developing ambivalent perceptions regarding growth within McDonald's.
Numerous opportunities should be reported by people in different stores and teams, as well as by many workers. Jena and Nayak (2020) demonstrated that development entailed good connections between objectives and career directions. There should be obvious vistas that pave the way to the next stage for some of the workers, and undefined systems that stop others.
[bookmark: _Toc216742561]2.9 Chapter Summary
This chapter revealed what previous research stated regarding training and career development. The review expounded major theories that influenced the learning, motivation and progress in the work. It also revealed how training facilitated skills, confidence and long-term objectives of several workers. The chapter brought out important lessons in the fast-food and hospitality environments. These led to connections of training systems to retention, equity and explicit career levels.
Other significant gaps in the current research field were also noticed in the review. Little literature examined actual promotion in fast-food employment. There was very little research that focused on the perception of workers within the McDonald's stores. The problem of digital learning limitations and worldwide training was not much discussed as well. The research questions and gaps in this study were supported by these gaps.
The chapter now introduces the methodology chapter. The following chapter will discuss the manner in which data will be collected and analysed in the study. It will also demonstrate the way the research design will respond to the primary questions.


[bookmark: _Toc216742562]Chapter 3: Methodology
[bookmark: _Toc216742563]3.1 Introduction
This chapter outlines the entire procedure for undertaking this research. It has revealed how the study has been planned to provide answers to the main questions. It has also demonstrated how the philosophical perspective has influenced the research decisions. The method, design, methods of data and data analyses have been incorporated in the chapter. It has also outlined the ethical concerns that have led to the entire research process. The ultimate objective has been to establish a transparent, sincere and powerful research strategy. The chapter has justified the aim of establishing the role of training in creating a career. This type of design has been employed to expose the opinions of the employees in various job descriptions. The chapter has also made sure that any decision made is related to the study's aim. This paper has sought to discuss the role that training has played in career development at McDonald's. There has also been a call for high academic quality and transparency, as supported in the chapter.
[bookmark: _Toc216742564]3.2 Recombining the Research Aim and Questions
This research has discussed the use of training and its influence on career development at McDonald's. It has examined the way employees have perceived training and how they have applied training (Bell, Bryman and Harley, 2019). It has also examined how training has enhanced or constrained employee career movement. The research has been able to use four research questions.
The questions have been:
· What is the perception of the employees about the training and development strategy at McDonald's?
· What has training done for career development at McDonald's?
· What have been the lived experiences of workers about training and promotion systems?
· How have HR policies facilitated or inhibited career development within the stores of McDonald's?
All the research decisions have been based on these questions and the data that have been used in data collection. They have also influenced the modes of analysis of the interview results. They have made sure that the study has been narrowed down to the experiences of the employees.
[bookmark: _Toc216742565]3.3 Research Philosophy
The research in this study has embraced the interpretivist philosophy in the research process. This perspective has been selected due to its general suitability for the purpose of the study. The study has had to examine the meanings possessed by various workers (Braun and Clarke, 2023). Training and promotion systems have been different experiences for each worker. It is through interpretivism that this subjective view has been delved into. The philosophy presupposes that personal experiences have helped in shaping reality. It has been conceded that every individual has made their own definition of what training is. It has also embraced the fact that group culture has affected learning at the workplace.
This perspective has been helpful since the work teams in the McDonald's stores are extremely diverse. The results of training have been influenced in various ways for various workers due to each team.
Interpretivism has thus been of aid to the study that researched personal perceptions, emotions and views. It has assisted in revealing the way employees have been able to make meaning out of training and development (Bryman and Bell, 2015). It has enabled the study to reach the meaning of the training experiences. Philosophy has also been in favour of using interviews to collect actual occurrences. This has been in line to know how workers have survived training.
[bookmark: _Toc216742566]3.4 Research Approach
The research has been designed with an inductive approach. This method has been selected since it is suitable for the purpose of the research. The study has not focused on the testing of a predetermined hypothesis. Rather, it has tried to create insight out of real employee speeches. An inductive approach has enabled the study to pass from data to concepts (Collis and Hussey, 2021). It has assisted the researcher in developing themes on actual experiences. This method is also similar to the view of interpretivism as discussed earlier. The two have backed the concept that the voices of workers have given meaning. The inductive methodology has provided room for new ideas to develop out of the interviews. It has assisted the research to transcend theory and concentrate on living experiences. This style has also come in handy as the experiences of training are dissimilar for every worker (De Villiers, Farooq and Molinari, 2022). It has assisted the research by not putting the workers in rigid academic classes. Rather, it has allowed themes to emerge from the interviews. The inductive vision has thus aided the flexibility and understanding.
[bookmark: _Toc216742567]3.5 Research Strategy
The research has employed the case study approach, considering only McDonald's. This plan has enabled a profound perspective into the training and development system in a single organisation. It has also enabled close connections to be forged between theory and practice. The case study has assisted the research in investigating real-life occurrences in a working environment. It has enabled the research to provide an insight into the functioning of training within actual stores (Jacob, 2023). The internal systems and policies have also been explored in detail, as has been supported by the case study. The strategy has proven helpful since McDonald's has highly organised training programmes. It has been possible to examine the way these systems work daily, thanks to the case approach. The approach has also been appropriate as the focus has demanded real-life employee tales. Case studies have been reputed to underpin a deep, insightful and profound understanding.
The case study approach has thus been very fitting with the inductive and interpretivist options (Omeihe and Harrison, 2024). It has helped in developing profound insights into issues of career advancement.
[bookmark: _Toc216742568]3.6 Methodological Choice
The research has assumed a qualitative mono-method design. This has been selected due to the fact that the information required in the research has been rich and detailed. The research has been trying to address emotions, employee views and meanings. The qualitative design has enabled the research to pick up these human experiences. The decision has equally favoured the use of semi-structured interviews (Rose, Spinks and Canhoto, 2023). Such interviews have enabled the workers to exchange stories without any rigid restrictions. The qualitative decision has thus aided profundity, versatility and insight. The single approach design has also assisted in ensuring a clear and focused design. It has eliminated the mismanagement of being caught in a range of approaches. The research has focused on the depth of meaning, as opposed to the breadth of numbers. The most appropriate way to fulfil this need has been the qualitative design.
[bookmark: _Toc216742569]3.7 Data Collection
The two forms of data that have been employed in the study include secondary data and primary interview data (Sanders, Cogin and Bainbridge, 2014). Nevertheless, the primary data of the primary interview has been the primary contributor to insight.
[bookmark: _Toc216742570]3.7.1 Primary Data Collection
The study has done the interview process extensively. Five workers have been interviewed; they work in various McDonald's locations.
The five interviewees have been:
1. A 2nd Assistant Manager
2. A Shift Manager
3. A Crew Trainer
4. A Crew Member
5. A Crew Member
These employees are selected on account of the fact that they have been able to represent various levels of jobs. They have given different perceptions on training, development and progression. They, too, are closely exposed to the training systems at McDonald's, having experienced them directly and recently. Their experiences have been collected via semi-structured interviews (Saunders, Lewis and Thornhill, 2023). Such an approach has been selected because it is flexible and profound. It has enabled every player to get a chance to give personal narratives unrestrainedly. The process has also enabled the researcher to pose follow-up questions. This has contributed to more definition when necessary. Different interviews have taken between fifteen and twenty minutes. The interviews have been undertaken online, making it easy, and this means that everybody can easily access them. All the interviews will be recorded with consent to be accurate in the analysis. The interviews have also been taken in notes to help in coding later on.
[bookmark: _Toc216742571]3.7.2 Secondary Data Collection
Primary insights have also been supported with secondary data. This has comprised academic journals, HR reports and industry sources. This has been aimed at getting information about the larger picture of the fast-food training (Taherdoost, 2022). The comparison between McDonald's and other firms has been supported by using the secondary data. The sources have been concentrated on sources that are not more than five years old. This is the rule that has made sure that the study has been up to date and in tune with modern HR practice. The secondary data has assisted in developing the themes to be used in the interview guide.
[bookmark: _Toc216742572]3.8 Sampling Strategy
This study has selected a purposive sampling method. It is the method preferred since it gives the relevant knowledge to select the participants (Thunberg and Arnell, 2022). All the participants are chosen because they have first-hand experience with the training at McDonald's. The process has made sure that only employees with appropriate knowledge have been incorporated. Five employees have been incorporated as the sample. This size has been appropriate in a qualitative study aimed at in-depth. The sample has been a representation of both frontline and supervisory positions (Walliman, 2021). This combination has served to bring out differences in how training has been experienced. The sample has also tried to include the workers of varying service durations. This has been used to expose the impact of training in shaping the views of a career over time.
[bookmark: _Toc216742573]3.9 Interview Instrument
The collection has involved the use of a semi-structured interview guide. The guide has also featured open questions, which promoted free expression. The questions have concentrated on training experiences, motivation, fairness and career growth. Prompts that induced further thought have also been put forth in the guide (Yin, 2018). The design has made the interviews have the same themes. Simultaneously, the transparent nature has enabled every party to give individual opinions. This instrument has been beneficial in providing rich data gathering and good correspondence to the research goals.
[bookmark: _Toc216742574]3.10 Data Analysis
The thematic analysis has been applied in an attempt to analyse the interview data in the study. Such an approach has been selected as it assists in structuring large volumes of qualitative statements. It has enabled the researcher to reveal similar trends in the interviews. The analysis has been done in a number of steps (Braun and Clarke, 2023). Initially, all the recorded interviews have been transcribed carefully. The transcripts have been covered by reading them on multiple occasions in order to get the content. Second, basic codes have been developed on significant concepts in the data. Such codes have incorporated access to training, support, equity, inspiration and career impediments. Third, these codes are now organised into bigger themes. Issues such as quality of training, motivational impacts, challenges in promotion and manager support have been covered. Fourth, the themes were checked multiple times to make sure that they are correct. They have been perfected so as to ensure that they reflect the actual voice of participants (Bryman and Bell, 2015). The thematic approach has enabled the research to relate concepts among the workers. It has made it possible to have in-depth revelations without compromising the meaning of each tale.
[bookmark: _Toc216742575]3.11 Credibility and Trustworthiness 
The research has gone to the extent of providing credibility and reliability. An improvement in the quality of the data has been made using several strategies.
1. Triangulation has been used.
The research paper has integrated secondary information as well as interview data (Jacob, 2023). This has assisted in confirming patterns and guaranteeing better conclusions.
2. Member checking has been employed.
The participants have been requested to review summaries of their opinions. This has helped in making sure that their statements are taken in the right interpretation.
3. Thick description has been applied.
In the analysis chapter, the detailed quotes and descriptions have been employed. This has assisted in preserving the meaning of every experience.
4. A clear audit trail has been maintained.
All the notes, transcripts and coding sheets are safely stored to be reviewed (Rose, Spinks and Canhoto, 2023).
These measures have served to be able to enhance the transparency and accuracy of the research.
[bookmark: _Toc216742576]3.12 Ethical Considerations
Ethics has been a major component of research design. Ethical considerations have been observed in the entire process of the study. Those who participate have been provided with all the information. Their hard-to-come-by purpose of the study and the use of the data have been explained to them. Informed consent is gathered before the commencement of each interview (Sanders, Cogin and Bainbridge, 2014). The involvement has been on a voluntary basis, and workers have been free to withdraw. It has ensured confidentiality. Transcripts have had all names taken out. No shop addresses or locations have been disclosed. All information was archived in secure file-encrypted systems. The research has also not included any questions that may hurt the workers. These measures have made the research ethical, responsible as well and respectful.
[bookmark: _Toc216742577]3.13 Methodological Limitations.
The research has also had certain limitations in the design. There are only five workers who have been included in the sample owing to time constraints. This has limited the number of potential points of view within the entire company. There is just one organisation that has been used in the study. This has curtailed the cross-brand comparisons. This reality has led to a certain risk of bias due to the use of self-reported data. Only safe or comfortable storeys could have been shared by workers (Saunders, Lewis and Thornhill, 2023). Although this is the case, qualitative richness has contributed towards a good depth of understanding. Transparency would have been utilised in the study to minimise the effects of these limitations.
[bookmark: _Toc216742578]3.14 Chapter Summary
The chapter has described the entire research design in this study. It has outlined the philosophy, approach, strategy and methods. It has demonstrated the way interviews have been gathered and examined. The steps towards ethical trustworthiness undertaken have also been explained in the chapter. In general, the design has favourably facilitated the purpose of comprehension of training and career development. The approaches have provided an in-depth understanding of how training has been experienced by workers. This chapter has formed the background of the following sections, which detail the findings and discussion.


[bookmark: _Toc216742579]Chapter 4: Data Analysis
[bookmark: _Toc216742580]4.1 Introduction
This chapter has discussed the analysis of the primary and secondary data. It has been trying to understand how training and development can determine the nature of career progression in McDonalds. The evaluation has addressed four research questions that were related to training quality, employee experience, career growth, and HR policy. The chapter has made use of interview information from five McDonald's employees. These employees have served in various capacities, and their responsibility has been different. Their opinions have provided a clear understanding of training practise within the store. The analysis has also been supported using secondary data gathered in the reports of McDonald, the research of HRM, and the sources on the fast-food industry. The thematic analysis has been employed in the study to identify notices of patterns embedded in the data. The themes have demonstrated how training is done, how support is provided and how progress is developed. This chapter has given what the data shows, without giving a deeper insight.
[bookmark: _Toc216742581]4.2 Description of the Dataset
[bookmark: _Toc216742804]Table 2 Interview Participant Profile
	Participant
	Role
	Experience
	Area Worked
	Training Exposure

	P1
	2nd Assistant Manager
	5 years
	All stations
	All modules

	P2
	Shift Manager
	3.5 years
	BOH/FOH
	Trainer & Shift Programme

	P3
	Crew Trainer
	2 years
	Counter, DT, Training
	Trainer modules

	P4
	Crew Member
	11 months
	DT & Counter
	Basic modules

	P5
	Crew Member
	15 months
	Kitchen & DT
	Basic modules


Five interviews with McDonald employees have been included in the dataset. The group has counted 2nd Assistant Manager, Shift Manager, Crew Trainer and two Crew Members. They have been working for between one year and seven years. Gender or age are not in the study as they were not required to accomplish the research objective. The role combination has enhanced the data validity of the package. All positions have presented another perspective of training, assistance, and advancement. The managerial functions have outlined the way training is to be organised and tracked. The trainer position has provided insight into how training is conducted on the floor. The crew jobs have demonstrated the way the training is realised at the entry level. This combination has produced wisdom out of neighbouring features of the store. Secondary data has been obtained through the company-training documents, HR policy reports, and fast-food industry research. These sources have been used to prove the trends observed in the interviews.
[bookmark: _Toc216742582]4.3 Analytical Approach
Thematic analysis has been employed in the study to put the data from the interviews into perspective. There have been four stages followed by the process. First, the researcher has perused through every transcript numerous times with a view to familiarising oneself with it. Second, the researcher has generated the first codes, which encompass simple concepts in every line. Third, the coded data is organised into distinct trends, which were used throughout the interviews. Fourth, the patterns have been reduced to patterns that were in line with the research questions. Coding has been performed manually since the dataset was not large. This manual procedure has facilitated the interpretivist approach since it kept the researcher close to the words of every participant. The correlation of the codes and the themes is presented below.
[bookmark: _Toc216742805]Table 3 Coding Summary
	Codes
	Meaning
	Theme

	Rushed learning
	Training delivered under time pressure
	Training structure and role expectations

	Unequal access
	Some staff are overlooked for learning
	Fairness and access to development

	Helpful support
	Strong help from trainers or managers
	Motivation and confidence

	Promotion blocks
	Barriers linked to time, staff, and managers
	Career progression barriers

	Policy gaps
	Store practice not matching HR policy
	HR systems and support


[bookmark: _Toc216742583]4.4 Presentation of Findings by Themes
[bookmark: _Toc216742584]Theme 1: Training Structure and Role Expectations
The information has revealed that training at McDonald's is well-structured, yet the structure is shifted depending on shifts. The 2nd Assistant Manager has indicated that we have a set plan, though this depends on the staffing. This has demonstrated that scheduled learning does not necessarily suit store conditions. This has been affirmed by the Shift Manager, who says that training is dependent on the person who is running the shift. This has brought out the inconsistency among the managers in the same store.
A combination of formal and informal learning has been explained by the Crew Trainer. According to the trainer, most actual learning occurs during rush hours. This has demonstrated that training takes place within the pressurised working hours. The trainer has also indicated that I must train and complete my own work. This has indicated the conflict between training responsibilities and work goals.
The two Crew Members have noted that the training enabled them to learn simple things. An employee of the crew has stated that there was no time spent on training because the modules were clear. The other has remarked, I learnt fast, and there was no time to repeat. These remarks have demonstrated that the quality of training varies during peak seasons.
The same structured learning systems have been described by secondary sources related to work in fast food (Kilonzo et al., 2022; Johnson, 2021). A projected design has been defined in the training materials at the McDonalds, pathway modules, and coaching on the floor (McDonald’s, 2023). These records have indicated that there is a powerful formal regime that is aimed at every position.
The information has demonstrated that employees are aware of their roles. Target scores and deadlines have been discussed by managers. The need to sign off staff has been explained by trainers. Simple jobs include grill work, fries or till work, which the crew members have described. Such statements have demonstrated that staff know the roles they are expected to play.
[bookmark: _Toc216742806]Table 4 Summary of Training Structure Theme
	Evidence Source
	Key Points

	Manager
	Structure exists but changes across shifts.

	Trainer
	Learning happens during rush periods.

	Crew
	Training was clear but rushed.

	Secondary Data
	McDonald’s reports structured training pathways



[bookmark: _Toc216742585]Theme 2: Access to Learning and Fairness of Opportunities
The interviews have indicated that there is unequal access to additional training. The 2nd Assistant Manager has mentioned that he pays less attention to quiet staff. This has demonstrated that personality can influence training opportunities in the store. The Shift Manager has stated that some training is forced by managers, while others do not. This has demonstrated how it is fair depending on the manager at hand.
The Crew Trainer has fairly outlined issues. The trainer has stated that some individuals work fast since they are familiar with the managers. One more has been, Promotion sign-offs, they have to check the sheet. These remarks have revealed that the fairness issue is apparent in most segments of the data.
The first Crew Member has claimed that some Crew has more opportunities, since he talks more. The second Crew Member has claimed that I have been waiting months before getting a new station. Such quotes have demonstrated that crew have varying degrees of access to learning.
The secondary data have demonstrated that fairness systems tend to fail where fast food is highly pressured (Smith et al., 2021). The company's corporate reports have stated that there should be equal opportunity for all staff (McDonalds, 2022). Nevertheless, the interview information has revealed policy and practise gaps.
The data has revealed that the issue of fairness is frequently mentioned in the transcripts. Unequal access has been stated by four/five participants. Three respondents have associated access with promotion. Two respondents have attributed access to manager behaviour. Such trends have depicted recurring indications in the data.
[bookmark: _Toc216742807]Table 5 Fairness Indicators from Data
	Indicator
	Frequency
	Evidence

	Unequal access to training
	4 of 5 participants
	“Quiet staff get less attention.”

	Manager-based variation
	3 of 5 participants
	“Some managers push training.”

	Slow progression for some staff
	3 of 5 participants
	“I waited months for a sign-off.”

	Policy-practice gap
	Seen in all roles
	Secondary data and interviews


[bookmark: _Toc216742586]Theme 3: Motivation, Confidence, and Work Identity
The interviews have revealed that motivation levels are boosted when support is given to the staff in the learning process. The Crew Trainer has told me that people are happy when you tell them that they did fine. This has revealed an association between praise and confidence. The Shift Manager has indicated that recognition causes staff to make more efforts. This has demonstrated that feedback is very influential in motivating staff.
One of the Crew Members has commented that I was able to increase my confidence because of the help of the trainer. A fellow crew member has mentioned that I liked the new stations, because it was good. These remarks have revealed that training enhances confidence and participation.
The Crew Trainer has stated, something that projected me with more trust, was the Trainer position. This has revealed that emerging responsibilities build a stronger work identity. The Shift Manager has stated that when people see progress, they behave differently. This has demonstrated that motivation has to do with apparent career progressions.
According to the Human Capital Theory, the secondary data have revealed that new skills bring in confidence and increased motivation (Becker, 1993). Career Development Theory has demonstrated that work identity is formed in the course of a learning experience (Lent et al., 2015). It has also been demonstrated that positive environments boost confidence in service jobs (Lee et al., 2022).
The dataset has provided that motivation is evident in all positions. Managers have associated motivation with performance. Motivation has been associated with trust by trainers. Motivation is related to learning for the crew members. These recurring motifs have demonstrated that there is motivation in most sections of the data set.
[bookmark: _Toc216742587]Theme 4: Barriers to Career Progression
The interviews have demonstrated that there are numerous blocks to career advancement in the store. All roles have cited time pressure. The 2nd Assistant Manager has said, There is no time to observe plans of learning. The Shift Manager has omitted, “We need people on stations, not in training. Such statements have revealed the evident structural obstacles.
Another factor that has been in frequent mention is staffing shortages. Crew Trainer has replied by saying that he cannot train when we run with fewer people. One Crew Member has mentioned that we are never short enough, so training ceases. These remarks have demonstrated the impact that staffing levels have on the progression.
Manager discretion has also emerged as a hindrance. And what one crew member has said was: It is the person who the sheet will be signed by that will determine my promotion. The Shift Manager has stated that there are managers who detain people. These assertions have demonstrated that progress could be made, conditional upon the choice of managers.
Digital modules have also been depicted by the dataset to fail to guarantee progression. One of the crewmembers has remarked that modules will not assist without practising. The trainer has mentioned, “It is a good training using digital, but not enough. The barriers that have been demonstrated by these comments are associated with learning tools.
Similar problems have been reported in fast-food environments in secondary studies conducted. It has been found that structured learning time is decreased by labour intensity (Kabra et al., 2020). Other reports have revealed that digital modules can and do not work without in-store instruction (Hayes et al., 2021).
[bookmark: _Toc216742808]Table 6 Summary of Progression Barriers
	Barrier
	Evidence Source

	Time pressure
	“There is no time for plans.”

	Staffing shortages
	“Training stops when we run short.”

	Manager discretion
	“Promotion depends on who signs.”

	Weak follow-up
	Described by managers and trainers

	Digital learning limits
	“Modules are not enough.”



[bookmark: _Toc216742588]Theme 5: HR Policies, Store Culture, and Support Systems
The interview data have revealed that there are HR policies that are in place, but not necessarily adhered to. The 2 nd Assistant Manager has responded, We are familiar with the policies; however, the store is different. This has proven that everyday practise is not necessarily equal to rules.
The Shift Manager has responded that culture is dependent on the person who is leading the shift. This has revealed that individual managers shape store culture. The Crew Trainer has indicated that trainers should be assisted more when the store is busy. This has indicated the gaps in the learning roles support system.
Culture issues have also been cited by the Crew Members. Some have said, “There are managers who contribute, and those who do not. One has also mentioned, Support changes day in and day out. These remarks have demonstrated that the support is based on individual behaviour as opposed to policy.
The secondary information has revealed that the HRM systems need robust level alignment (Armstrong, 2021). The company documents of McDonald's have outlined uniform international training and support criteria (McDonald's, 2023). The responses in the interview indicated different applications of the same at the store level.
The data has also revealed that support is not even. Resource limits have been defined by managers. Absence of support has been characterised by trainers. The unpredictable help has been reported by the crew. All these repeated points have proven that support systems vary over shifts.
[bookmark: _Toc216742589]4.5 Limitations of the Analysis
The analysis has relied on five interviews alone, and this has restricted the scope of the opinions obtained. The small sample size has minimised the amount of variation in staff experiences. The research has not penetrated full HR systems, and therefore, not all process details have been reached. There can be a participant bias as staff could be afraid of being judged or misunderstood. The secondary data, too, has demonstrated its weakness, as certain reports provide general comments and no store-level facts (Armstrong, 2021; McDonalds, 2023). Such limits imply that the findings reveal trends, but not the wide-scale representation of all the McDonald's stores.
[bookmark: _Toc216742590]4.6 Summary of Key Patterns
The dataset has depicted explicit trends which are associated with the research questions. Theme One has been attached to the first question, since personnel have reported a combination of organised as well as haste drills. The second question has been connected and correlated with Themes Two and Four, which have exhibited disproportionate access and numerous obstacles to advancement. Theme Three, which has been associated with the third question, has depicted the motivation influenced by support and recognition. Theme Five has been associated with the fourth question, and that has demonstrated disconnectivity between HR policy and practise.
The trends have emerged through all five interviews, and they have been similar to the secondary sources in the course of the research. The data has been revealing recurring connections of training, motivation, advancement, and support structures. These trends have given the following chapter a clear foundation.


[bookmark: _Toc216742591]Chapter 5: Discussion
[bookmark: _Toc216742592]5.1 Introduction
The meaning of the findings for the aim of the study has been explained in this chapter. The purpose has discussed in the connection between the training plan and the career development within McDonald's. All research questions have also been discussed in the chapter. These questions have enquired concerning the intimacy of training strength, career influence, lived experiences, and HR restrictions. Findings have been correlated with all the objectives of the research. The goals have discussed in terms of the quality of training, the perception of the employees, the drivers of progression, and the HR impacts. This discussion is aimed at expounding the implicit meaning of the data. This chapter has also demonstrated the relation of the themes to the overall literature. The discussion has indicated how there are gaps, tensions, and practise issues within the store. The chapter has also demonstrated the extension of the selected theories by the findings. These theories are Human Capital Theory, Social Learning Theory and Career Development Theory. The purpose of the chapter is to provide a clear interpretation.
[bookmark: _Toc216742593]5.2 Summary of Key Findings
The findings reveal five evident patterns in all the interviews. The employees observe a good training framework and poor implementation in practise. There is unequalled access to learning as the behaviour of managers varies among shifts. Reward drives motivation when the coaching is non-challant. It develops barriers in the timing of stores, when there is a shortage of staff, or a lack of follow-up. There are HR rules, but culture defines the way people are going to utilise them. Online courses assist in the acquisition of simple skills, but are not able to encourage complete progress. The crew members desire to have clear ways and just support. Managers affirm that system pressure retards growth.
[bookmark: _Toc216742594]5.3 Discussion by Research Question
[bookmark: _Toc216742595]RQ1: How effective is McDonald’s training and development strategy?
The findings indicate that the training system at McDonald's is very organised, but the delivery is not consistent among managers and shifts. According to the 2nd assistant manager, training practise varies according to each manager, and this decreases the reliability of the system. This supports Boxall and Purcell, who believe that manager behaviour is necessary to bring full effect to structured HR systems (Boxall and Purcell, 2000). The shift manager is also reporting different training standards in teams, which vary in terms of their implementation. Such inconsistency reduces the strength of systems, rather than formal training documentation that looks understandable.
Digital learning is not capable of providing all the requirements. Online modules are not as favourable to crew members as hands-on learning. This aids Sandhu in arguing that guided practise in a digital module would never substitute busy work environments (Sandhu, 2012). According to the crew trainer, modules are perceived to be lengthy and uninteresting, which is consistent with problematic aspects of digital course development (Bilderback, 2023). That demonstrates that e-tools provide knowledge and are not able to train personnel to face actual pressure.
The Human Capital Theory explains why McDonald's has a structured system since the company focuses on labour performance by investing in the skills (Winterton and Cafferkey, 2019). However, such an investment falls flat because there are managers who have different training quality. Interviews with the crew indicate that they are hurried in training at peak times, diluting the benefit of human capital. This is in line with studies that indicate poor correlations between systematised training and real work talent in situations where time resources are constrained (Hosen et al., 2023).
There is also an official map of modules and the paths to grow (Secondary), being shown in a secondary report (McDonalds, 2021). Staff do report that they miss the training follow-up. This implicitly indicates that Abele et al. are of the argument that structured systems tend to break down where there is no defined long-term support (Abele et al., 2012). This gap is supported by the comments from the shift manager on limited feedback. Employees are given minimal instructions but not substantive coaching to develop.
[bookmark: _Toc216742809]Table 7 Training Structure Findings
	Evidence Source
	Key Point

	Manager views
	The system is clear but weakly delivered.

	Trainer views
	Training is rushed during peak hours.

	Crew views
	Digital modules helpful but limited

	Secondary data
	The structured system exists officially.


The system thus appears to be good in concept but poor in daily execution. A combination of high inconsistency and strong structure decreases the total effect. This is associated with the findings of studies that indicate that the failure of the HR systems is mostly due to the pressure of the stores limiting the option of consistent application (Gould, 2010). Training is therefore beneficial for basic work tasks and not extensive development.
[bookmark: _Toc216742596]RQ2: How does training influence employee career progression?
Training enhances confidence, skill, and workplace identity among the staff who are supported consistently. According to the crews, they feel confident when trainers dedicate time and provide guidelines. There is also a positive report of the crew trainer who feels more confident once they have become a trainer. This trend is evidence of the Career Development Theory since identity and future preparation expand with skill development (Jena and Nayak, 2023). Feedback enables the staff to develop according to the shift manager, whereas when time is limited, it hinders this development. This slows the relationship that exists between skill development and career development.
Manager discretion is important in promoting. It is reported by the 2nd assistant manager that some of these staff get these opportunities due to their ability to talk more rather than demonstrate greater competence. This is indicative of work fairness issues that could be encountered in hectic workplaces (Muzumdar, 2025). According to the crew members, silent employees get fewer opportunities. It corresponds to a study conducted by Joseph Mofokeng et al., who reveal that the opinions of managers greatly influence the findings of the career (Joseph Mofokeng et al., 2025). This demonstrates the progression relationships to the perceivability over ability in isolation.
Training aids in the development, but is not a guarantee of ascendancy into the higher grade. According to the crews, they usually hear that they will get an opportunity next week, which explains the time lag due to understaffing. Puleka and Kakade further demonstrate that work in the fast-food business usually inhibits structured development as a result of labour pressure (Puleka and Kakade, 2018). According to the trainer, development is sluggish when the managers are not followed up with. This undermines connections between training and promotion.
According to Career Development Theory, career movement is enhanced by systematic feedback and a roadmap (Setyawati et al., 2022). However, staff interview reports indicate unfocused procedures and a lack of follow-ups. Such policy/practise inconsistency lowers system impact. In theory, secondary documents indicate definite career trajectories of the company (McDonald's, 2021), yet access is uneven in practise. Silent employees and inexperienced labourers are not sure what to do. This is in line with the work of Abele et al. on career stagnation, in which the inability to ascend the career ladder occurs due to a lack of clarity of support (Abele et al., 2012).
According to Human Capital Theory, accommodation of human capital should increase chances of promotion based on the added value (Wuttaphan, 2020). However, this advantage seems compromised by irregular practise at stores. Employees acquire expertise, yet they are still not given equal opportunities. This renders training to be a need but a non-sufficient requirement for improvement.
These findings are summarised in Table 2 below:
[bookmark: _Toc216742810]Table 8 Training Influence on Progression
	Factor
	Evidence

	Confidence
	Reported by the crew and trainer

	Manager discretion
	Key barrier reported by all roles

	Unequal access
	Quiet staff overlooked

	System gap
	Clear maps but weak follow-up


Training, therefore, builds skill and confidence, yet growth still depends on store conditions.
[bookmark: _Toc216742597]RQ3: What are employees’ lived experiences and perceptions of training and development?
Different people have very different experiences. The managers will observe the structure and have difficulty with time. Trainers are under pressure to provide quick instructions in periods of rush. Training, according to the members of the crews, is supportive of initial confidence but unstable and vague in later development phases. These variances or discrepancies between planned systems and actual store conditions reflect the findings of fast-food studies of labour intensity (Bedi, 2015). The fact that the trainer mentions learning on the floor indicates the use of informal transfer of knowledge. This contributes to the Social Learning Theory since employees can learn by observing others, rather than by means of digital modules only (Gibson, 2004).
Crewmembers complain of inequitable opportunities for development. It is said that silent employees are mostly disregarded. This is the consideration of equity in the workplace culture (Muzumdar, 2025). Crew members also report that there are supportive managers and those who do not care about the growth requirements. This is in line with HCT discourses of disproportional returns to skill investment (Winterton and Cafferkey, 2019). According to the shift manager, recognition encourages the staff more than online modules. This is in accordance with the principles of intrinsic motivation stated by Oudeyer et al. (2016).
Another way through which the trainers feel that development helps them to identify building is the slowness in advancing into higher positions. They complain of poor guidance by managers during peak hours. This upholds the view by Martini et al., who demonstrate that growth becomes worthless unless there is an organised workplace assistance (Martini et al., 2022). The crew members would like to have better growth opportunities and more involvement of the managers. This is indicative of a study by Yazdani and Wells, as they depict barriers to progression in situations where the staff does not receive direct coaching (Yazdani and Wells, 2018).
According to reports of managers, the existence of HR policies does not allow them to fully guide the everyday choices because of pressure in the stores. This is an indication of HRM strategic concerns identified by Boxall and Purcell (2000). The crew members report that this experience helped them in more mundane duties, but was ambiguous in the long-term development. This depicts a difference between policy and experience. This tradeoff is common in high-volume service labour that involves minimal time assets (Gould, 2010).
Table 3 indicates differences in perception:
[bookmark: _Toc216742811]Table 9 Perceptions of Training Across Roles
	Role
	Key Perception

	Manager
	Structured but inconsistent

	Trainer
	High pressure and limited support

	Crew
	Helpful start, but unclear growth path


Employees thus perceive training to be of assistance, although unbalanced, with equity and clarity being eminent issues.
[bookmark: _Toc216742598]RQ4: What HR policies support or limit career progression?
The findings demonstrate the explicit HR training and promotion policy, but store culture undermines it. The 2nd assistant manager reports on the availability of the entry regulations to programmes, whereas the real movement is held back in store requirements. This is indicative of the argument that HR policies are weakened when organisational restrictions influence the everyday practise (Boxall and Purcell, 2000). The shift manager also reports that the lack of staff hinders development even in instances where HR promotes development. This demonstrates an imbalance in policy purpose and functioning.
Modules, sign-offs and explicit role maps assist progression with the help of HR systems. These correspond to the structured HR models that are depicted by Sult et al., who observe that evident systems are favourable to foreseeable growth (Sult et al., 2023). However, these systems are not always equally available to staff. Managers are not always guided by support guidelines according to the description of the crew members. This shows inconsistency in workplace fairness practises as explained by Muzumdar, who emphasises that unequal behaviour by managers destroys trust (Muzumdar, 2025).
Manager discretion is a powerful moderator. The trainer indicates that there is a high level of support among a few managers and no support among the others. This is in line with Vayyavur, who explains that business alignment cannot be achieved in instances where leaders portray themselves differently across teams (Vayyavur, 2020). Crew members report an urge to get ahead because of who notices you, and as such, displays poor correspondence between HR regulations and practise. Joseph Mofokeng et al. also demonstrate that perceived fairness is culturally conditioned by demographic and relational variables (Joseph Mofokeng et al., 2025). These trends are highly evident in your data.
HR promotes the use of digital learning as a method of development. Nevertheless, digital modules are viewed as usable but not enough in all roles. This is in line with the findings of Sandhu that indicate loose associations between digital training and profound skill development (Sandhu, 2012). The HR system can thus only facilitate learning when managers introduce real coaching. This is congruous to Goh and Richardson, who demonstrate that mentoring empowers HR systems in service contexts (Goh and Richardson, 2024).
[bookmark: _Toc216742812]Table 10 HR Policy Influence on Progression
	HR Element
	Influence

	Clear rules
	Supports structured growth

	Staffing limits
	Slows development

	Manager discretion
	Creates uneven access

	Digital learning
	Supports basics only

	Store culture
	Strong moderator


The HR system thus seems to be good in design and poor in everyday practise. System impact is minimised, and an unbalanced experience of progression is defined by organisational restraint and unstable leadership.
[bookmark: _Toc216742599]5.4 How Findings Address Literature Gaps
The research bridges the gap of minimal qualitative understanding of fast-food training and advancement. The previous literature primarily relied on surveys or performance data with little description of lived practise. Your interviews provide extensive managerial, trainer and crew voices. This is in response to the requirement for more qualitative research that has been observed by Martini et al. (2022).
The gap in the industry-specific issues of learning is also the subject of the study. Most of the HR research is conducted in general corporate environments, not in fast-food environments with high-pressure environments. Findings indicate actual pressures like the rush hours, intermittent coaching, and stress related to time. These reflections build upon the comparative analysis of Bedi, who establishes the special employment concerns in fast-food contexts (Bedi, 2015).
Such limitations of digital learning also manifest sharply. Crew and trainers report that modules help them to learn the basic skills, but make them unable to deal with stress in the real stores. This supports the fears expressed by Sandhu (2012) and adds to the work, demonstrating certain boundaries within the McDonalds. Your information also reveals that it requires powerful coaching of digital tools to be deployed effectively, which justifies the opinions by Bilderback (2023).
Another gap that existed in earlier studies was career stagnation. Delays, lack of clarity, and poor follow-up are recorded by crew members. Such tendencies confirm the perception that the author of the article, Abele et al., holds, that undecided support induces stagnation (Abele et al., 2012). Your data brings in new fast-food evidence of the retail industry, which is labour-intensive and thus stagnation is even more prevalent in fast food.
Last, the findings contribute to poor congruence between the HR regulations and the actual practise. The managers cite labour shortages as a strong pressure, and it is consistent with statements made by Yazdani and Wells that labour in the workplace creates strains that prevent change (Yazdani and Wells, 2018). These barriers have been given practical examples in your study.
[bookmark: _Toc216742600]5.5 Contribution to Theory
The research builds on the Human Capital Theory by demonstrating that investment becomes worthless when delivery is not consistent. Training develops skills in the staff, but improper maintenance weakens long-term gains. This is the case of Winterton and Cafferkey, and this is where you advance the situation a step further and present the precise store pressures that influence the findings (Winterton and Cafferkey, 2019).
Social Learning Theory is also reinforced in the study. Employees receive training better through peer-based training as opposed to online courses. The behaviour is formed by modelling by trainers, which justifies the assertions put forward by Gibson on observational learning (Gibson, 2004). This is extended in your findings that indicate the effect of pressure in moderating the quality of learning.
Unclear progression pathways give a new perspective to Career Development Theory. Employees are aware that growth is there, but they can not watch the actions. This confirms Jena and Nayak with their opinion that structure and feedback are drivers of progression (Jena and Nayak, 2023). The theory is applied in high-pressure service settings with the addition of your data, where stagnation is caused by unclear systems.
[bookmark: _Toc216742601]5.6 Contribution to Practice
The research findings point to a necessity for greater coaching regimes in the stores. Training value should be supported with regular feedback from managers. Crew and trainers desire explicit check-ins, which can increase the confidence of staff.
Another way that McDonalds ought to enhance fairness is by monitoring access to new modules and sign-offs. This minimises the bias due to the manager's discretion. It is also important to increase staffing at the time of training in the stores. Rush periods have detrimental effects on training and slow down the pace of progress.
Online learning should be facilitated with more practical instructions. Trainers demonstrate slow demonstrations to staff, which makes them confident. HR teams are expected to connect digital modules to well-organised practise tasks.
Lastly, promotion steps must be noticeable and apparent. Employees desire to be aware of specifications. This favours greater trust and motivation.
[bookmark: _Toc216742602]5.7 Discussion of Limitations
The sample size is limited to five staff, thus generalising is limited. Contexts of the store are also considered to influence opinion, and therefore, possibly, the findings can vary elsewhere. Employees can provide safe responses because of the organisational culture, which introduces potential bias. Interviews bring about individual perceptions and not comprehensive organisational information. The HR documents had a few, which restricted insight policies. The context of the secondary sources also does not match the fast-food retail exactly.
[bookmark: _Toc216742603]5.8 Chapter Summary
The chapter has explained four research questions by connecting the findings with the literature and theory. The findings indicate a high level of organisation and a low level of distribution, as well as inaccessibility, with a lack of clarity over the progression of the process. Employees prefer coaching over electronic courses. Fairness and opportunity are both highly influenced by manager discretion. The research bridges the gaps in qualitative understanding, the limitations of digital learning, and stasis. The research is an extension of the Human Capital Theory, Social Learning Theory, and Career Development Theory at the fast-food workplace. Best practises involve improved coaching, clarity and equity.



[bookmark: _Toc216742604]Chapter 6: Conclusion
[bookmark: _Toc216742605]6.1 Restating Aim and Purpose of the Study
This paper has examined the role of training and development in career development within McDonald's. The aim has been to explore the connection between training systems and employee development. The research has also addressed four research questions which focused on training strength, career influence, lived experiences and HR limits. This conclusion aims to demonstrate the most important findings made during the entire study. The chapter also points out the contribution of the study to the existing research on training and progression. The chapter also indicates how findings address gaps that are presented in the previous literature. The conclusion is also based on limitations and concluding suggestions for future research.
[bookmark: _Toc216742606]6.2 Summary of Key Findings
Based on the findings, McDonald's has a well-defined training framework and has structured stages of learning. This framework can be related to the notions of the Human Capital Theory that considers training as an investment value to companies and employees (Winterton and Cafferkey, 2019; Wuttaphan, 2020). The training delivery is, however, variable between shifts and managers. This contradiction substantiates arguments in the literature of HRM that there is poor policy-practise fit (Boxall and Purcell, 2000; Alagararaja and Shuck, 2015). Hands-on learning is more appreciated by the crew members as compared to digital learning, which is reflective of the ideas of cognitive learning requirements (Gibson, 2004; Oudeyer et al., 2016). The digital modules facilitate the fundamental skills, but they are unable to train the staff members one hundred per cent to handle the rush periods. Confirmation indicates that time pressure and staffing constraints lower the quality of training among the managers. Such trends are associated with the investigation of fast food that emphasises the labour intensity issues (Bedi, 2015; Puleka and Kakade, 2018).
Access to learning is uneven. Silent employees are not given equal opportunities even when they demonstrate competence. It is a trend that helps to prove the concept of fairness in the research of organisational justice (Muzumdar, 2025; Cerchione et al., 2025). A number of the workers are not quite sure what steps they should take to become trainers or shift managers. This misconception is directly connected to Career Development Theory, which emphasises the presence of explicit paths (Abele et al., 2012; Setyawati et al., 2022). The motivation increases when trainers and managers provide helpful assistance. This researches positive feedback loops and intrinsic motivation (Gibbs, 2021; Ward-Smith et al., 2022). But in the case where promotion is solely based on the attention of the managers, the morale of staff members decreases. This proves the significance of mentoring and systematic coaching processes (Goh and Richardson, 2024; Liu et al., 2024).
HR policies are visible at the corporate level, where application of the store-level culture is weak. The findings are consistent with previous research on HRM misalignment within the large service-oriented companies (Onalaja and Otokiti, 2021; Mizrak, 2023). The needs of the stores, staff shortages, and pressure of shifts decrease the chances of learning and promotion. Such pressures tend to establish informal rules to substitute corporate advice.
On the whole, the findings indicate five key trends:
· Strong delivery, despite the unequivocal structure.
· Inequalities in accessibility of learning.
· Motivation associated with coaching and recognition.
· Barriers that were developed through time, pressure and follow-up ambiguity.
· Store-level variation undermined HR policy.
These trends respond to any research question and demonstrate evident conflict between policy and practise.
Assessing the quality of the final research will involve direct answers to the research questions and their derivation.
[bookmark: _Toc216742607]6.3 Direct Answer to Each Research Question
[bookmark: _Toc216742608]RQ1: How effective is McDonald’s training and development strategy?
The training plan is good in structure, yet poor in execution. The formal structure provides explicit guidelines to new personnel and new instructors. This corresponds to previous research on organised training systems in fast-food operations (Bilderback, 2023; Sult et al., 2023). But according to interviews, there is a mass deviation in the way the managers apply the framework on the day-to-day shifts. Other managers are more developmental, and others are operation-oriented. Digital training works well on the general knowledge, but not when faced with actual pressure. This proves digital-learning constraints in previous researchers (Sandhu, 2012; Martini et al., 2022). Rapid training delivery is also a value of training, according to the Human Capital Theory (Hung and Ramsden, 2021; Winterton and Cafferkey, 2019). This consistency is absent, as revealed in the findings. The plan is very good, but poor in implementation.
[bookmark: _Toc216742609]RQ2: How does training influence employee career progression?
Skill, confidence, and role identity are developed through training. When employees are well supported, trainers and managers report that clear improvements have been achieved. Hands-on coaching empowers the crew members. These trends represent the Career Development Theory, focusing on the importance of guided learning at the initial stages of progression (Abele et al., 2012; Jena and Nayak, 2023). Progression, however, is largely dependent on the behaviour of managers. There are those managers who are growth-oriented and those who postpone opportunities. This establishes equality and person-organisation fit issues that exist today (Joseph Mofokeng et al., 2025; Saufi et al., 2020). The Inequality of access retards development among silent or less conspicuous employees. Digital modules by themselves are not beneficial towards the cause of movement towards new roles. Employees require formal follow-up to transform the learning into developmental processes. In the absence of this support, stagnation in careers is more likely, which is consistent with recent research on stagnation (M S D Senavirathna and Herath, 2024; Abele et al., 2012).
[bookmark: _Toc216742610]RQ3: What are employees’ lived experiences and perceptions of training and development?
Training is perceived as valuable, but in a hurry by the crew members. During busy times, trainers experience pressure and do not receive sufficient support. Managers have great prospects for the system, and there are operational constraints. Such disparities demonstrate that there is a wide gap between the policy and practise. The social Learning Theory shows that practical coaching is more effective compared to online resources (Gibson, 2004; Oudeyer et al., 2016). To trainers and shift leaders, the behaviours are modelled, and this will influence the competence and confidence of the crews. Not all the employees are fully aware of the progression steps. Opportunities are believed to be taken by mainly outspoken staff. These opinions are similar to the concerns of fairness in the literature (Muzumdar, 2025; Cerchione et al., 2025). The trainers can be very patient and calm to motivate. The patterns align with findings on positive learning environments within the context of service work (Kilson, 2025; Ward-Smith et al., 2022). Employees desire to have greater clarity, greater coaching, and greater equitable access.
[bookmark: _Toc216742611]RQ4: What HR policies support or limit career progression?
HR policies provide clear regulations, modules, and time benchmarks of progression. This aids alignment objectives covered in strategic HRM literature (Boxall and Purcell, 2000; Vayyavur, 2020). Nonetheless, store-level culture undermines delivery. Staffing gaps also delay the training, and the pressure of the shifts eliminates follow-up time. Digital modules do not dislodge live coaching and validate restrictions observed in the field of learning (Martini et al., 2022; Sandhu, 2012). The key moderator of success is manager behaviour. Employees improve more quickly when their managers monitor development and promote education. Promotion delays increase when managers neglect the need to develop. This is equivalent to fairness and justice studies (Muzumdar, 2025; Cerchione et al., 2025). On the whole, the HR policy is impressive on paper and weak on practise, as it is limited by localities.
[bookmark: _Toc216742612]6.4 How the Study Addressed Literature Gaps
There are various gaps that have been identified in the study and filled. The study has contributed fresh qualitative evidence of the fast-food employees, previously absent in the research (Gould, 2010; Bedi, 2015). The research has also widened the understanding of digital training boundaries within the context of labour-intensive settings (Puleka and Kakade, 2018; Sandhu, 2012). The findings have also presented some new evidence concerning early career stagnation within the low-paying service work, which has not been a focus of study (Abele et al., 2012; Senavirathna and Herath, 2024). The paper has also provided new information on fairness experiences and the influence of managers as part of the store culture. This brings more layers to the discussions on organisational justice (Muzumdar, 2025; Cerchione et al., 2025). The analysis has also provided first-hand evidence on the HR policy and practise gap.
[bookmark: _Toc216742613]6.5 Contribution to Theory
The Human Capital Theory provides a better understanding of the value of training contingent on daily delivery. The findings indicate that investment is devalued in the case of non-uniformity in support. Social Learning Theory has been supported by the fact that informal learning is more effective in building confidence than digital modules. The Career Development Theory receives a new piece of evidence that demonstrates that vague pathways lead to early stagnation. The findings indicate the influence of store-level culture on the true progression possibilities.
[bookmark: _Toc216742614]6.6 Contribution to Practice
The research provides clear instructions to managers within McDonald's. Structured follow-up sessions should be applied to all the crew by the managers. Managers are also supposed to note all the training requirements using straightforward tools to prevent silencing employees. The stores are advised to conserve the training time when there is a decrease in traffic. The trainers are supposed to be reinforced, particularly at peak hours. The digital modules are to be accompanied by practical activities. The HR departments ought to check training uniformity in stores. Managers are supposed to provide clear directives for any progression steps. Such activities can decrease the lack of progress and enhance the activity.
[bookmark: _Toc216742615]6.7 Study Limitations
Only five interviews in one store have been incorporated into the study. This limits generalisation. The research has not come with demographic factors that would influence the learning experience. Self-reported data has also been used in the study, and this can be biased. Policies have been prevented through limited access to HR systems. Corporate bias may also occur in secondary data.
[bookmark: _Toc216742616]6.8 Recommendations for Future Research
Further studies are needed to compare differences in culture across more stores. The demographic information should be captured in the studies to gauge fairness more profoundly. They should also be tested in controlled research studies on digital learning outcomes in the future. There should be longitudinal investigations tracking the personnel development. Trainer workload and support systems should also be researched by researchers.
[bookmark: _Toc216742617]6.9 Chapter Summary
This conclusion has provided a summary of the way training influences a career progression within McDonald's. The research has demonstrated good form but poor presentation. It has also brought up the issue of fairness and motivation. The chapter has described the addition of new theoretical and practical understanding through the findings. Points of limitation and research requirements in the future have also been depicted in the study.
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Section A – General Opening Questions (All Roles)
	Question No.
	Interview Question

	A1
	How long have you worked at McDonald’s?

	A2
	What role do you currently hold?

	A3
	What roles have you held previously at McDonald’s?

	A4
	What training did you receive when you first joined McDonald’s?

	A5
	How has this training helped you perform your job?

	A6
	Have you taken any digital or online training modules? If yes, how useful were they?

	A7
	What does “career progression” mean to you within McDonald’s?


Section B1 – 2nd Assistant Manager Interview Questions
	Question No.
	Interview Question

	B1.1
	How have you seen the training and development strategy applied in your store?

	B1.2
	How do you decide which employees receive access to additional learning or modules?

	B1.3
	How do HR policies support or limit promotion opportunities in your store?

	B1.4
	How consistent is the training system across different managers or shifts?

	B1.5
	Do you believe McDonald’s training prepares employees for management roles? Why?

	B1.6
	What factors most influence promotion decisions in your store?

	B1.7
	How do you support staff who ask for career development opportunities?

	B1.8
	What training challenges do you observe for crew members or shift leaders?

	B1.9
	What improvements would make career progression more fair for employees?


Section B2 – Shift Manager Interview Questions
	Question No.
	Interview Question

	B2.1
	How do you use training to improve shift performance and teamwork?

	B2.2
	How do you identify crew members who are ready for higher roles?

	B2.3
	What barriers do staff face when trying to move into trainer or manager roles?

	B2.4
	How often do you give feedback linked to training or skill development?

	B2.5
	How do staff respond to digital training modules during busy shifts?

	B2.6
	How do you support crew trainers in their role?

	B2.7
	Is training applied consistently across all shifts or managers?

	B2.8
	What motivates staff most when they complete new training?

	B2.9
	What training support would help staff move into leadership roles?


Section B3 – Crew Trainer Interview Questions
	Question No.
	Interview Question

	B3.1
	How do you train new staff or staff learning new stations?

	B3.2
	What training did you receive to become a crew trainer?

	B3.3
	How do you decide when someone is ready to be signed off on a station?

	B3.4
	What challenges do you face when training during busy periods?

	B3.5
	How do trainees respond to digital training or e-learning tools?

	B3.6
	Has the trainer role supported your own career progression? How?

	B3.7
	What support do you receive from shift or assistant managers?

	B3.8
	Do you believe promotions are linked fairly to training performance?

	B3.9
	What changes would make the training system more effective?


Section B4 – Crew Member Interview Questions (Crew Member 1)
	Question No.
	Interview Question

	B4.1
	How easy or difficult was your initial training when you joined?

	B4.2
	How much support did you receive from trainers or managers?

	B4.3
	Have you been offered opportunities to learn new stations or skills?

	B4.4
	Do you believe training helps staff get promoted? Why or why not?

	B4.5
	Have you asked about career progression? What response did you receive?

	B4.6
	Do some staff receive more opportunities than others? Why?

	B4.7
	How clear is the pathway from crew member to trainer or manager?

	B4.8
	What training experiences have motivated you most?

	B4.9
	What improvements would help crew members progress faster?


Section B5 – Crew Member Interview Questions (Crew Member 2)
	Question No.
	Interview Question

	B5.1
	Which part of your training has helped you most in your job?

	B5.2
	Have managers encouraged you to complete additional training modules?

	B5.3
	Do you feel training opportunities are fair for all crew members? Why?

	B5.4
	What stops crew members from moving into trainer or leadership roles?

	B5.5
	How has training affected your confidence at work?

	B5.6
	How helpful has digital training been for your learning?

	B5.7
	What career goals do you have, and has McDonald’s supported them?

	B5.8
	What motivates you to complete new training modules?

	B5.9
	What would improve the training process for you?


Section C – Closing Questions (All Roles)
	Question No.
	Interview Question

	C1
	What do you think McDonald’s does well in training and development?

	C2
	What should McDonald’s improve to better support career progression?

	C3
	Is there anything else you would like to share about training or career growth?
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