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2. INTRODUCTION
Employee engagement and staff retention are key issues for many global organisations, especially in the fast-food industry where staff turnover is traditionally high. At McDonald’s Corporation, employee engagement refers to how connected and motivated employees feel in their roles, while staff retention relates to how successfully the company can keep employees working for it over time. Engaged employees often show more enthusiasm, dedication and loyalty to their employer, and this can help improve service quality, customer satisfaction and overall business performance (Mokahr, 2025). In a competitive labour market where many workers join for short-term jobs, McDonald’s faces the ongoing challenge of encouraging staff to stay longer and grow within the company.
McDonald’s uses a range of strategies to improve engagement and support retention. For example, the company has taken steps to create a supportive workplace culture and open lines of communication through regular feedback and well-being initiatives (Mokahr, 2025). Programmes that emphasise growth opportunities, recognition and flexible working help employees feel valued and increase their commitment to the organisation. These efforts are essential because engaged workers are more likely to remain in their roles and contribute positively to the business (HR Magazine, 2011). Furthermore, McDonald’s has implemented digital tools and talent-management platforms aimed at improving recruitment and helping employees feel connected from their first day onward, which supports both engagement and early retention (Human Resources Director, 2022).
Despite these efforts, McDonald’s still faces challenges due to the nature of the fast-food industry, such as high turnover and balancing corporate and franchise policies. Nevertheless, the company’s focus on making employees feel heard, offering development opportunities and improving workplace culture highlights the importance it places on keeping staff engaged and encouraging them to stay longer.

a. BACKGROUND
Employee engagement and staff retention have become very important topics in modern human resource management, especially in large global companies. In industries such as fast food, employee turnover is usually high because many workers are young, part-time employees or students who do not plan to stay long term. For this reason, companies like McDonald’s Corporation must focus strongly on keeping employees motivated and satisfied in their jobs.
McDonald’s is one of the largest fast-food companies in the world, operating in more than 100 countries and employing hundreds of thousands of people globally (McDonald’s, 2024). Because of its size, managing employees effectively is a major challenge. High turnover can increase recruitment and training costs and may negatively affect customer service. According to McDonald’s (2024), the company invests in training, development programmes and employee benefits to support its workforce and improve job satisfaction. These initiatives are designed to create a positive working environment and provide opportunities for career growth.
Employee engagement is closely connected to how employees feel about their work, their managers and the organisation. When workers feel valued and supported, they are more likely to perform well and remain with the company (Human Resources Director, 2022). McDonald’s has introduced different engagement strategies, including digital communication tools and recognition programmes, to strengthen employee involvement and connection with the company’s values. In addition, creating clear career pathways and flexible working arrangements helps the company attract and retain staff, particularly younger generations entering the workforce (Mokahr, 2025).
Overall, due to the competitive nature of the fast-food industry and traditionally high turnover rates, focusing on employee engagement and retention is essential for McDonald’s long-term success and organisational stability.

b. RESEARCH AIM
The purpose of this research is to examine how employee engagement strategies influence staff retention at McDonald’s Corporation. Employee engagement is usually described as the level of emotional commitment and involvement employees have towards their organisation and its goals. When employees feel motivated, supported and valued at work, they are more likely to perform well and remain loyal to the company. In contrast, low engagement can lead to dissatisfaction and higher employee turnover. In the fast-food industry, where turnover rates are often high, improving engagement can be an important factor in maintaining a stable workforce (Human Resources Director, 2022).
The main aim of this research is to identify the key employee engagement strategies used by McDonald’s and evaluate their impact on staff retention. McDonald’s operates globally and employs a large number of people, many of whom are young workers or part-time employees (McDonald’s, 2024). Because of this, retaining staff can be challenging. The company has introduced different initiatives such as structured training programmes, career development opportunities and digital communication tools to support employees and create a positive working environment. These strategies are designed to increase employee satisfaction and encourage long-term commitment to the organisation.
Another important aim of this study is to explore whether engagement practices directly reduce employee turnover. Research shows that organisations that invest in engagement strategies often experience better retention outcomes because employees feel more connected to the company’s culture and values (HR Magazine, 2011). For example, recognition programmes and opportunities for promotion can help employees feel appreciated and motivated to stay. In addition, modern engagement approaches, including digital platforms for communication and feedback, can improve the employee experience and strengthen relationships between staff and management (Human Resources Director, 2022).
This research also aims to understand the relationship between employee satisfaction and long-term organisational commitment. If employees believe that the company offers fair treatment, development opportunities and supportive management, they are more likely to stay for a longer period. Therefore, this study will analyse how McDonald’s engagement strategies contribute to employee loyalty and whether they successfully reduce staff turnover.
Overall, the goal of this research is to evaluate the effectiveness of employee engagement strategies at McDonald’s and determine their role in improving staff retention and supporting organisational success in a competitive industry.



c. RESEARCH OBJECTIVES
The main objective of this research is to analyse how employee engagement strategies influence staff retention at McDonald’s Corporation. In the fast-food industry, employee turnover is often high, which creates challenges for maintaining consistent service quality and organisational stability. Therefore, it is important to understand which engagement practices help employees feel motivated and committed to staying with the company for a longer time. According to McDonald’s (2024), the company focuses on people development, training and creating opportunities for career growth, which may have a positive impact on retention.
The first objective of this study is to identify the key employee engagement strategies implemented by McDonald’s. These may include structured training programmes, recognition systems, digital communication platforms and flexible working arrangements. For example, McDonald’s has introduced modern communication tools to strengthen engagement and improve interaction between employees and management (Human Resources Director, 2022). By identifying these strategies, this research aims to provide a clearer understanding of how the company supports its workforce.
The second objective is to evaluate the impact of these engagement strategies on employee satisfaction. Employee satisfaction is closely related to how valued and supported workers feel within an organisation. Research suggests that organisations with strong engagement initiatives often experience higher levels of job satisfaction and lower turnover rates (HR Magazine, 2011). This study will examine whether the engagement practices at McDonald’s contributed to improving employee morale and overall job experience.
The third objective is to assess the relationship between employee engagement and long-term commitment. If employees feel connected to the company’s values and see opportunities for development, they may be more likely to remain loyal. McDonald’s global presence and structured career pathways may provide employees with long-term prospects, which can positively influence retention (McDonald’s, 2024).
Overall, these research objectives aim to explore the connection between engagement strategies and staff retention at McDonald’s and to determine whether these practices effectively reduce turnover and support organisational success.

d. RESEARCH QUESTIONS
1. WHAT ARE THE MAIN REASONS THAT EMPLOYEES LEAVE JOBS AT FAST-FOOD COMPANIES LIKE MCDONALD’S?
One of the main research questions focuses on understanding why employees leave fast-food companies such as McDonald’s Corporation. The fast-food industry is known for high employee turnover, which is often linked to low wages, limited career progression and physically demanding work conditions. Many employees in this sector are young workers, students or part-time staff who may not see the job as a long-term career. Because of this, they are more likely to leave when better opportunities appear.
Research suggests that poor management support and lack of recognition can also increase turnover intentions (Mohsin and Lengler, 2014). When employees do not feel valued or appreciated, their level of commitment decreases. In addition, stressful working environments, irregular schedules and work-life imbalance can negatively affect job satisfaction. According to Human Resources Director (2022), companies in the fast-food sector have started focusing more on communication and engagement tools because dissatisfaction has been a key reason for employees leaving.
Another important factor is limited development opportunities. If employees believe they cannot grow professionally, they may seek employment elsewhere. McDonald’s (2024) highlights training and career pathways as important elements of its strategy, which suggests that development opportunities are essential in reducing turnover. Overall, low pay, stress, limited career growth and weak engagement are some of the main reasons employees leave fast-food companies.

2. WHICH ENGAGEMENT OR MOTIVATION STRATEGIES DOES MCDONALD’S CURRENTLY USE TO KEEP STAFF FOR LONGER?
The second research question examines the engagement and motivation strategies used by McDonald’s Corporation to retain employees. McDonald’s operates globally and employs a diverse workforce, so engagement strategies are important for maintaining consistency and motivation. According to McDonald’s (2024), the company invests in structured training programmes and leadership development to help employees build skills and progress in their careers.
One important strategy is providing clear career pathways. Many managers at McDonald’s started as crew members, which shows employees that promotion is possible. This can motivate staff to stay longer. Additionally, McDonald’s has introduced digital communication platforms to improve interaction between management and employees (Human Resources Director, 2022). These tools allow employees to access information, receive feedback and feel more connected to the organisation.
Recognition programmes are another engagement strategy. HR Magazine (2011) explains that recognising employee achievements can significantly increase motivation and loyalty. Flexible working hours are also important, especially for students and part-time workers. By offering flexibility, McDonald’s makes it easier for employees to balance work with personal life.
Overall, training, career development, communication tools, recognition and flexibility are key strategies that McDonald’s uses to encourage staff retention and long-term commitment.

3. HOW DO EMPLOYEES AT MCDONALD’S FEEL ABOUT THE ENGAGEMENT OR SUPPORT THEY RECEIVE?
This research question explores employee perceptions of engagement and support at McDonald’s Corporation. Employee feelings and experiences are important because they influence motivation and turnover intentions. According to McDonald’s (2024), the company promotes a supportive culture and values teamwork, diversity and inclusion. These initiatives aim to create a positive work environment.
Some reports suggest that employees appreciate training opportunities and the possibility of promotion (Human Resources Director, 2022). Access to development programmes can increase confidence and job satisfaction. However, due to the fast-paced nature of the work, some employees may still experience stress or pressure, which can reduce overall engagement.
HR Magazine (2011) states that when employees feel recognised and listened to, their level of commitment increases. Therefore, feedback systems and open communication channels are important in shaping employee perceptions. If employees feel their opinions matter, they are more likely to feel engaged.
In general, employee experiences at McDonald’s may vary depending on location and management style. While many employees value development opportunities and flexibility, challenges such as workload and customer pressure may influence their overall satisfaction.

4. IS THERE A LINK BETWEEN HOW ENGAGED EMPLOYEES ARE AND HOW LIKELY THEY ARE TO STAY WORKING AT MCDONALD’S?
The fourth question examines the relationship between engagement and retention at McDonald’s Corporation. Engagement is often linked to emotional commitment and willingness to contribute to organisational success. Research shows that higher engagement levels are associated with lower turnover intentions (Dangaiso, 2024).
When employees feel connected to company values and supported by management, they are more likely to remain loyal. McDonald’s (2024) highlights its focus on people development and internal promotion, which can strengthen engagement. Similarly, digital engagement initiatives described by Human Resources Director (2022) aim to create stronger communication and involvement.
If engagement strategies are effective, employees may feel more motivated and satisfied, which reduces the likelihood of leaving. On the other hand, low engagement can lead to dissatisfaction and increased turnover. Therefore, there is strong evidence to suggest a clear link between employee engagement and retention outcomes.

5. WHAT COULD MCDONALD’S CHANGE OR IMPROVE IN ITS ENGAGEMENT PRACTICES TO REDUCE TURNOVER?
The final research question considers possible improvements to engagement practices at McDonald’s Corporation. Although the company already invests in training and communication tools, further improvements could help reduce turnover.
For example, increasing financial incentives or performance-based rewards could improve motivation. According to HR Magazine (2011), recognition and reward systems are strongly connected to engagement levels. Expanding mental health and well-being support may also improve job satisfaction, especially in high-pressure environments.
Additionally, gathering regular employee feedback and acting on it could strengthen trust between staff and management. Human Resources Director (2022) suggests that modern digital platforms can support real-time feedback and communication. By listening more closely to employee concerns and adjusting policies accordingly, McDonald’s may further reduce turnover rates.
Overall, continuous improvement of engagement strategies, stronger recognition systems and better work-life balance policies could help McDonald’s increase retention and maintain a more stable workforce.

e. CHAPTER SUMMARY
This chapter focused on employee engagement and staff retention at McDonald’s Corporation and explained why these topics are important in the fast-food industry. The chapter began by discussing the background of the company and the challenges connected to high employee turnover. Because McDonald’s operates globally and employs a large number of people, managing and retaining staff is a major priority (McDonald’s, 2024). High turnover can increase recruitment and training costs and may negatively affect customer service and overall performance.
The research aim of this study was to examine how employee engagement strategies influence staff retention at McDonald’s. The objectives were to identify key engagement strategies, evaluate their impact on employee satisfaction and determine whether they reduce turnover. The chapter explained that engagement is closely linked to how motivated and committed employees feel towards their organisation. When employees feel supported and valued, they are more likely to stay longer (Human Resources Director, 2022).
The research questions explored several important issues. First, the chapter discussed the main reasons why employees leave fast-food companies, such as low pay, stressful working conditions and limited career development opportunities. These factors are commonly associated with higher turnover in the industry (Mohsin and Lengler, 2014). Second, it analysed the engagement strategies currently used by McDonald’s, including structured training programmes, career progression opportunities, digital communication tools and recognition systems (HR Magazine, 2011). These strategies are designed to improve motivation and long-term commitment.
The chapter also examined how employees may feel about the support they receive and whether there is a link between engagement and retention. Research suggests that higher engagement levels are connected to lower turnover intentions (Dangaiso, 2024). Therefore, improving engagement can help strengthen loyalty and organisational stability. Finally, the chapter considered possible improvements, such as stronger recognition systems, better work-life balance and more employee feedback opportunities.
Overall, this chapter highlighted that employee engagement plays a key role in staff retention at McDonald’s and that effective engagement strategies can contribute to long-term organisational success in a competitive industry.

3. LITERATURE REVIEW
This literature review focuses on employee engagement and staff retention, especially in the context of McDonald’s Corporation and the wider fast-food industry. The review is based mainly on secondary data from web sources, which provide useful insights into how organisations manage their workforce and reduce employee turnover.
Employee engagement is often described as the emotional connection employees have with their organisation. According to Human Resources Director (2022), companies that invest in engagement strategies, such as communication tools and employee feedback systems, are more likely to have motivated and productive workers. Engaged employees tend to show higher levels of commitment, which can lead to better performance and lower turnover rates. This is especially important in fast-food companies where jobs are often demanding and repetitive.
Staff retention is closely linked to employee engagement. HR Magazine (2011) suggests that organisations with strong engagement practices are more successful in keeping employees for longer periods. In the case of McDonald’s, engagement strategies include training programmes, career development opportunities and recognition systems. These initiatives help employees feel valued and give them a sense of purpose within the company. McDonald’s (2024) highlights that providing opportunities for growth is one of the keyways to motivate employees and encourage them to stay.
Another important factor discussed in the literature is job satisfaction. When employees are satisfied with their roles, they are less likely to leave. Mokahr (2025) explains that creating a positive work culture, offering flexible working hours and supporting employee well-being can improve satisfaction levels. In fast-food environments, where employees often work under pressure, these factors become even more important.
The literature also shows that communication plays a significant role in engagement. Digital platforms and modern communication tools allow employees to stay informed and feel more connected to the organisation (Human Resources Director, 2022). This can improve relationships between staff and management and increase overall engagement.
However, despite these strategies, challenges still exist. High workload, low pay and limited long-term career prospects can still lead to high turnover in the fast-food industry. Therefore, companies like McDonald’s must continue improving their engagement practices to remain competitive.
Overall, the literature suggests that employee engagement is a key factor influencing staff retention. Organisations that invest in training, communication and employee well-being are more likely to reduce turnover and achieve long-term success.

4. METHODOLOGY
This chapter explains the research methodology used to investigate employee engagement and staff retention at McDonald’s Corporation. The research is based mainly on secondary data, which means that the information was collected from existing sources such as websites, online articles and company reports. This approach was chosen because it allows access to a wide range of information without the need to conduct primary research such as surveys or interviews.
The research method used in this study is qualitative. This means that the focus is on understanding ideas, opinions and experiences related to employee engagement and retention rather than collecting numerical data. According to Scribbr (2023), qualitative research is useful for exploring topics in more detail and understanding how and why certain processes happen. In this case, it helps to analyse how engagement strategies at McDonald’s influence employee behaviour and decision-making.
Secondary data collection was used as the main method for gathering information. Sources such as company websites, HR-related articles and online publications were reviewed to identify key themes and findings. McDonald’s official website (McDonald’s, 2024) was useful for understanding the company’s approach to employee development and organisational values. Other sources, such as Human Resources Director (2022), provided insights into engagement strategies like digital communication tools and employee feedback systems. Using different sources helped to compare information and gain a broader understanding of the topic.
One advantage of using secondary data is that it is time-efficient and easily accessible. It also allows the researcher to use information from reliable and established sources. However, there are some limitations. For example, the data may not always be up to date or specific to the exact research question. In addition, the researcher has no control over how the data was originally collected. Because of this, it is important to use multiple sources to improve the reliability of the research (Scribbr, 2023).
In terms of data analysis, the study used a thematic approach. This means that the information collected was analysed by identifying common themes, such as engagement strategies, employee satisfaction and reasons for turnover. These themes were then used to answer the research questions and meet the research objectives.
Overall, this methodology provides a simple but effective way to explore the relationship between employee engagement and staff retention at McDonald’s using existing online information.

a. SYSTEMATIC LITERATURE REVIEW
This section presents a systematic literature review related to employee engagement and staff retention, with a focus on McDonald’s Corporation and the fast-food industry. A systematic literature review means that information is collected in a structured and organised way from different sources to answer the research questions. In this study, the data was mainly collected from web-based sources such as company websites, HR articles and online publications.
The first step in this review was to identify relevant sources related to employee engagement, motivation and staff retention. Keywords such as “employee engagement”, “staff retention”, “fast-food industry” and “McDonald’s employees” were used to find useful information. According to Scribbr (2023), a systematic approach helps to make research more reliable because it follows a clear process when selecting and analysing sources. Only sources that were relevant to the research topic were included in this review.
The findings from the literature show that employee engagement plays a very important role in staff retention. Human Resources Director (2022) explains that companies that invest in engagement strategies, such as digital communication tools and feedback systems, are more likely to have motivated employees. These strategies help employees feel more connected to the organisation and improve their overall work experience. As a result, employees are less likely to leave their jobs.
Another important theme identified in the literature is the role of training and career development. McDonald’s (2024) highlights that providing opportunities for growth and promotion is a key part of its employee strategy. When employees see a future within the company, they are more likely to stay. HR Magazine (2011) also supports this idea by stating that recognition and development programmes can increase employee satisfaction and loyalty.
The review also found that job satisfaction and working conditions are important factors influencing retention. Mokahr (2025) suggests that flexible working hours, supportive management and positive workplace culture can improve employee satisfaction. However, despite these efforts, challenges such as high workload and low pay still exist in the fast-food industry, which can lead to higher turnover.
Overall, the systematic literature review shows that employee engagement, training opportunities and workplace environment are key factors that influence staff retention. By analysing different web-based sources, this study provides a better understanding of how companies like McDonald’s can improve employee retention through effective engagement strategies.

b. SEARCH STRATEGY
This section explains the search strategy that was used to collect information for this research on employee engagement and staff retention at McDonald’s Corporation. The search strategy is important because it shows how the data was found, selected and used in a structured way. In this study, the research is based mainly on secondary data collected from web-based sources such as company websites, HR articles and online publications.
The first step in the search strategy was to identify relevant keywords related to the research topic. Keywords such as “employee engagement”, “staff retention”, “employee motivation”, “fast-food industry” and “McDonald’s employees” were used. These keywords helped to find useful and relevant information from different online sources. According to Scribbr (2023), using clear keywords is important in research because it helps to focus on relevant data and avoid unnecessary information.
The next step was selecting appropriate sources. Only web-based sources were used, including official company websites, HR-focused websites and online articles. For example, the official McDonald’s website (McDonald’s, 2024) was used to understand the company’s values, employee programmes and organisational strategies. Other useful sources included HR Magazine (2011) and Human Resources Director (2022), which provided insights into employee engagement practices and workplace strategies. These sources were chosen because they are relevant to human resource management and provide practical examples.
Another important part of the search strategy was evaluating the reliability of the sources. Not all information on the internet is reliable, so it was important to choose sources that are trustworthy and relevant. Websites related to HR, business and official company information were considered more reliable than general blogs or opinion-based content. According to Indeed (2023), evaluating the credibility of sources is essential to ensure the quality of research findings.
The search process also included filtering the results. Only sources that were directly related to employee engagement and staff retention were included in the study. Irrelevant information was excluded to keep the research focused. This helped to improve the clarity and quality of the literature review.
Overall, the search strategy used in this research was simple but effective. By using relevant keywords, selecting reliable web-based sources and filtering information carefully, the study was able to collect useful data to support the research aims and objectives.

c. SEARCH TERMS
This section explains the search terms that were used to collect information for this research on employee engagement and staff retention at McDonald’s Corporation. Search terms are important because they help to find relevant information quickly and make sure that the research stays focused on the main topic. In this study, different keywords and phrases were used to gather useful data from web-based sources.
The main search terms used in this research included “employee engagement”, “staff retention”, “employee motivation”, “job satisfaction” and “employee turnover”. These terms were selected because they are directly related to the research topic. According to Scribbr (2023), choosing clear and relevant keywords is an important part of the research process, as it helps to find accurate and useful information. These general terms helped to understand the basic concepts and theories related to engagement and retention.
In addition to general terms, more specific search terms were also used to focus on the case of McDonald’s. These included phrases such as “McDonald’s employee engagement”, “McDonald’s staff retention”, “McDonald’s training programmes” and “fast-food employee turnover”. Using more specific terms helped to find information directly related to the company and the fast-food industry. For example, searching for “McDonald’s employee engagement strategies” provided useful articles about how the company supports and motivates its employees (Human Resources Director, 2022).
Another important part of the search process was combining keywords. For example, terms like “employee engagement AND retention” or “fast-food industry AND turnover” were used to narrow down the search results. This made it easier to find more relevant sources and avoid unrelated information. According to Indeed (2023), combining search terms is a useful technique to improve the quality of search results.
The use of different variations of keywords was also important. For example, terms like “staff retention” and “employee retention” were both used because they have similar meanings. This helped to ensure that no important information was missed. In addition, simple and clear language was used when searching to make the process more effective.
Overall, the use of appropriate search terms helped to collect relevant and useful information for this research. By using a combination of general and specific keywords, as well as different variations, the study was able to gather enough data to support the research aims and objectives.

d. KEY WORDS
This section presents the key words used in this research on employee engagement and staff retention at McDonald’s Corporation. Key words are important because they help to define the main focus of the research and guide the process of finding relevant information. In this study, key words were selected based on the main research topic and objectives.
One of the main key words used is “employee engagement”. This term refers to how committed and motivated employees feel towards their work and organisation. According to Human Resources Director (2022), engaged employees are more likely to perform better and stay longer in their jobs. This makes employee engagement an important factor in reducing staff turnover.
Another important key word is “staff retention”. This refers to the ability of a company to keep its employees over a period of time. High retention means that fewer employees leave the organisation, which can reduce recruitment costs and improve stability. McDonald’s (2024) highlights that retaining employees is important for maintaining consistent service and supporting business success.
The key word “employee motivation” is also relevant to this research. Motivation is closely linked to engagement, as motivated employees are more likely to be productive and satisfied with their jobs. In addition, “job satisfaction” is another important term, as it reflects how happy employees are with their working conditions, pay and overall experience.
Finally, the term “employee turnover” is used to describe the rate at which employees leave a company. High turnover is a common issue in the fast-food industry, and it is one of the main challenges that this research aims to explore. According to Indeed (2023), understanding key terms like turnover and retention is important for analysing workplace trends and improving HR strategies.
Overall, these key words help to focus the research and support a better understanding of employee engagement and staff retention.

e. DATABASES
This section explains the databases and online sources that were used to collect information for this research on employee engagement and staff retention at McDonald’s Corporation. Since this study is based on secondary data, it was important to use reliable online databases and websites to find relevant and useful information.
One of the main sources used in this research was general search engines such as Google. Google was helpful for finding a wide range of information quickly, including articles, company websites and HR-related content. By using specific keywords, it was possible to find relevant sources related to employee engagement and staff retention. According to Indeed (2023), online search engines are commonly used in research because they provide access to a large amount of information in a short time.
Another important source was the official McDonald’s website (McDonald’s, 2024). This website provided useful information about the company’s values, employee programmes and training opportunities. Official company websites are considered reliable because they present accurate and up-to-date information about the organisation.
In addition, HR-focused websites such as Human Resources Director (2022) and HR Magazine (2011) were used. These websites provide articles and insights related to employee engagement, workplace strategies and staff management. They are useful because they often include real-life examples and case studies from companies like McDonald’s.
The research also included the use of general information websites such as Wikipedia for basic understanding of key terms and concepts. However, this type of source was used carefully and mainly for background information rather than detailed analysis.
Overall, the use of different online databases and websites helped to collect enough information for this research. By combining official company sources with HR-related websites and general search engines, the study was able to gather reliable and relevant data to support the research objectives.

f. INCLUSION/EXCLUSION CRITERIA
This section explains the inclusion and exclusion criteria used in this research on employee engagement and staff retention at McDonald’s Corporation. These criteria are important because they help to decide which sources are relevant and should be included in the study, and which ones should be excluded. This helps to keep the research focused and improve the quality of the information used.
The inclusion criteria for this research were mainly based on relevance, reliability and accessibility. Only sources that were directly related to employee engagement, staff retention or the fast-food industry were included. In addition, web-based sources such as official company websites, HR-related websites and online articles were selected. For example, the McDonald’s official website (McDonald’s, 2024) was included because it provides reliable information about the company’s employee strategies. According to Scribbr (2023), using relevant and trustworthy sources is essential for producing good quality research.
Another inclusion factor was that the sources needed to be written in English and easy to understand. Since this research is written at an average academic level, it was important to use sources that clearly explain key concepts. Recent sources were also preferred, as they provide more up-to-date information about current engagement strategies.
On the other hand, some sources were excluded from this research. For example, academic journals, PDFs and highly technical studies were not included because the research focuses mainly on web-based sources. In addition, sources that were not directly related to the topic, such as general blogs or opinion-based websites, were excluded. Information that could not be verified or seemed unreliable was also not used.
Overall, the use of clear inclusion and exclusion criteria helped to select relevant and reliable information, which improved the quality and focus of this research.
g. SEARCH RESULTS
This section presents the results of the search process used to collect information for this research on employee engagement and staff retention at McDonald’s Corporation. The aim of the search was to find relevant and reliable web-based sources that could support the research objectives and answer the research questions.
During the search process, a large number of sources were initially identified using keywords such as “employee engagement”, “staff retention” and “McDonald’s employees”. Many of these results came from general websites, blogs and articles. However, not all of them were useful for this research. According to Indeed (2023), it is important to carefully review search results and select only the most relevant and reliable sources. After reviewing the initial results, only sources that were directly related to the research topic were selected.
The final selection of sources included official company information, HR-related websites and online articles. For example, the McDonald’s official website (McDonald’s, 2024) provided useful information about the company’s employee programmes, training and values. This source was important because it offered direct insight into how the company manages its workforce. In addition, sources such as Human Resources Director (2022) and HR Magazine (2011) provided practical examples of employee engagement strategies used by McDonald’s. These sources helped to understand how engagement can influence staff retention in real working environments.
Overall, the number of selected sources was smaller than the initial search results, but they were more relevant and reliable. Irrelevant sources, such as general opinion blogs or unrelated articles, were excluded. This helped to keep the research focused and improve the quality of the findings. According to Scriber (2023), filtering search results is an important step in research because it ensures that only useful information is included.
The final search results provided enough information to identify key themes such as employee engagement strategies, job satisfaction and reasons for employee turnover. These themes were then used in the literature review and analysis sections of this research.
Overall, the search process was successful in finding relevant web-based sources that support the research topic and objectives.

h. ETHICAL CONSIDERATIONS
This section explains the ethical considerations related to this research on employee engagement and staff retention at McDonald’s Corporation. Ethics are important in research because they ensure that the study is conducted in a fair, honest and responsible way. Even though this research is based on secondary data and does not involve direct contact with people, ethical principles still need to be followed.
One of the main ethical considerations in this study is the use of reliable and trustworthy sources. All information used in this research was collected from web-based sources such as official company websites and HR-related articles. It is important to make sure that the data is accurate and not misleading. According to Scribbr (2023), researchers should always use credible sources and avoid using false or biased information. This helps to improve the quality and validity of the research.
Another important ethical issue is avoiding plagiarism. All ideas, information and data taken from other sources must be properly referenced using Harvard style. This means giving credit to the original authors and clearly showing where the information comes from. Proper referencing was used throughout this research to make sure that all sources are acknowledged. Indeed (2023) explains that plagiarism is a serious academic issue and can affect the credibility of the research.
Confidentiality and privacy are also important ethical considerations. However, since this research does not include primary data collection such as interviews or surveys, there was no personal or sensitive information used. All data used in this study is publicly available online, which reduces the risk of privacy issues.
Another ethical aspect is objectivity. The research aims to present information in a balanced and neutral way without personal bias. This means that different sources were compared and analysed to provide a fair view of employee engagement and staff retention. Human Resources Director (2022) highlights that organisations may present their own strategies positively, so it is important to look at multiple sources when analysing information.
Overall, ethical considerations such as using reliable sources, avoiding plagiarism, maintaining objectivity and respecting data privacy were followed in this research. These principles helped to ensure that the study is conducted in a responsible and professional way.

i. CHAPTER SUMMARY
This chapter focused on the research methodology and related processes used to investigate employee engagement and staff retention at McDonald’s Corporation. The main aim of this chapter was to explain how information was collected, analysed and evaluated in a structured and ethical way. Since this research is based on secondary data, web-based sources such as company websites, HR articles and online publications were the main sources of information.
The chapter began by explaining the methodology used in this study. A qualitative approach was chosen because it allows the researcher to explore ideas, experiences and practices related to employee engagement and retention. According to Scribbr (2023), qualitative research is suitable for understanding “how” and “why” questions, which makes it useful when studying employee motivation and loyalty. Secondary data collection was used to gather relevant information from reliable web-based sources, including official company information and HR-focused articles. This method was chosen because it is time-efficient and provides access to a wide range of data without the need for surveys or interviews (Indeed, 2023).
A systematic literature review was conducted to ensure that the research followed a structured and organised process. Keywords such as “employee engagement”, “staff retention”, “employee motivation” and “McDonald’s employees” were used to find relevant sources. Using a clear search strategy helped to focus on reliable information and avoid irrelevant content (Scribbr, 2023). The search terms and key words were carefully selected to ensure the results directly relate to the research objectives. Both general terms like “employee turnover” and specific terms like “McDonald’s engagement strategies” were included to collect comprehensive information.
The chapter also discussed the databases and online sources used. Main sources included the official McDonald’s website (McDonald’s, 2024) for company-specific information, HR Magazine (2011) and Human Resources Director (2022) for practical examples and insights into engagement strategies. Search results were carefully filtered using inclusion and exclusion criteria. Sources were included if they were relevant, reliable and recent, and excluded if they were blogs, opinion pieces or unrelated to the topic. This helped to ensure that only useful and accurate data was used in the research (Scribbr, 2023).
Ethical considerations were also addressed. Even though the research was based on secondary data, ethical principles such as using credible sources, avoiding plagiarism, maintaining objectivity and respecting privacy were followed. Proper Harvard-style referencing was applied throughout the research to give credit to all sources and avoid academic misconduct (Indeed, 2023). Objectivity was maintained by comparing multiple sources to provide a balanced view of employee engagement and staff retention at McDonald’s.
Overall, this chapter demonstrated that the research was conducted systematically, ethically and effectively. Using a combination of qualitative methods, secondary data collection, systematic literature review, and careful source selection, the research provides a reliable foundation for understanding how employee engagement strategies influence staff retention in the fast-food industry. These methods ensure that the study is transparent, focused and supported by credible online sources.

5. FINDINGS AND DISCUSSIONS
This chapter presents the findings and discussions of the research on employee engagement and staff retention at McDonald’s Corporation. The findings are based on secondary data collected from web-based sources such as official company websites, HR articles, and online publications. Since no primary research or interviews were conducted, the analysis relies entirely on the information available online.
One of the main findings is that employee engagement plays a key role in staff retention. McDonald’s (2024) highlights that the company focuses on structured training programmes, career development opportunities, and clear promotion paths to keep employees motivated. Human Resources Director (2022) also reports that digital communication tools, feedback systems, and recognition programmes are used to strengthen engagement and make employees feel valued. This shows that McDonald’s actively invests in initiatives to increase satisfaction and loyalty among its workforces.
Another important finding is that staff turnover in the fast-food industry is generally high due to factors such as low pay, irregular working hours, and limited long-term career opportunities (HR Magazine, 2011). These issues can cause employees to leave even when engagement initiatives exist. However, the literature suggests that engagement strategies, such as providing career growth and recognition, can reduce turnover. Mokahr (2025) emphasises that employees who feel appreciated and supported are more likely to stay, even in a challenging fast-food work environment.
The findings also show that job satisfaction is closely linked to retention. Employees who perceive a supportive work culture and opportunities for professional growth are more likely to remain committed to the company. McDonald’s online resources indicate that training programmes and development opportunities are designed not only to improve skills but also to increase loyalty (McDonald’s, 2024). This supports the idea that engagement strategies can directly influence staff retention.
Another discussion point is the role of communication in engagement. According to Human Resources Director (2022), modern communication platforms allow employees to stay informed, share feedback, and feel more connected to management. This improves transparency and helps employees feel their opinions matter. Similarly, HR Magazine (2011) notes that recognition and reward programmes help reinforce positive behaviour and enhance satisfaction.
Overall, the findings suggest that McDonald’s engagement strategies, including training, career development, recognition, and communication, have a positive influence on staff retention. While challenges like turnover and job stress remain, the strategies implemented by McDonald’s seem effective in improving employee satisfaction and loyalty. The discussion highlights that even without primary data, secondary sources provide valuable insights into how engagement practices impact retention in a global fast-food company.

6. RECOMMENDATIONS, CONCLUSION AND LIMITATIONS OF THE RESEARCH
This chapter presents the recommendations, conclusion, and limitations of the research on employee engagement and staff retention at McDonald’s Corporation. The research was conducted using secondary data collected from web-based sources such as company websites, HR-related articles, and online publications. The chapter draws on the findings and discussions from the previous chapters and provides practical recommendations for McDonald’s, while also reflecting on the limitations of the study.
Recommendations
Based on the findings of this research, several recommendations can be made to improve employee engagement and reduce staff turnover at McDonald’s. Firstly, the company should continue to develop and strengthen its engagement initiatives. McDonald’s (2024) already offers training programmes, career development opportunities, and structured promotion paths. However, expanding these initiatives further could help retain more employees. For example, offering more targeted professional development opportunities for frontline staff could increase loyalty and demonstrate that the company invests in long-term employee growth (Mokahr, 2025).
Secondly, communication between management and employees should be enhanced. Human Resources Director (2022) highlighted that McDonald’s uses digital platforms and feedback systems to engage employees. These tools are effective in keeping staff informed and connected, but they could be further improved by encouraging two-way communication. For instance, regular surveys or suggestion boxes could allow employees to share concerns or ideas, which would not only improve engagement but also help management identify potential issues before they lead to turnover.
Thirdly, McDonald’s could strengthen both financial and non-financial incentives. While engagement strategies such as recognition and training are important, research shows that low pay, high workload, and irregular schedules are major reasons why employees leave fast-food companies (HR Magazine, 2011). Therefore, introducing flexible scheduling, performance-based rewards, and wellness programmes could address these issues. Providing small but meaningful incentives, such as bonus schemes, employee of the month recognition, or small team celebrations, could also enhance motivation and satisfaction.
Another recommendation is to focus on workplace culture. Creating a positive work environment where employees feel respected, included, and supported can significantly influence retention. According to Indeed (2023), employees who feel valued by their organisation are more likely to remain committed. McDonald’s could provide team-building activities, mentorship programmes, and opportunities for peer recognition to strengthen the workplace culture.
Additionally, continuous monitoring and evaluation of employee engagement strategies is recommended. This can be achieved by regularly reviewing feedback from employees, tracking turnover rates, and comparing engagement practices against industry benchmarks. Mokahr (2025) emphasises that companies that regularly assess their HR practices can make informed decisions to improve retention. Regular monitoring will help McDonald’s identify which strategies are most effective and make adjustments as needed.
Finally, McDonald’s should consider tailoring engagement strategies to different employee groups. For example, younger employees or part-time staff may have different motivations and career goals compared to full-time employees. By understanding the diverse needs of the workforce, the company can implement more personalised engagement strategies, which could result in higher job satisfaction and longer retention (Human Resources Director, 2022).
Conclusion
In conclusion, this research has shown that employee engagement plays a central role in staff retention at McDonald’s. Engagement strategies such as training programmes, career development opportunities, recognition systems, and effective communication help employees feel valued and connected to the company. These strategies positively influence job satisfaction, motivation, and loyalty, which in turn reduce turnover (McDonald’s, 2024; Human Resources Director, 2022).
The findings indicate that despite the existing engagement initiatives, challenges such as high workload, low pay, irregular schedules, and limited long-term career prospects continue to affect employee retention. The research highlights that while engagement strategies are effective, they need to be complemented with other measures, such as financial incentives, flexible working arrangements, and improvements to workplace culture, to fully address retention challenges.
The study also demonstrates that communication and feedback systems are essential components of engagement. Employees who feel heard and involved in organisational decisions are more likely to remain committed. Recognition programmes and opportunities for professional growth contribute to higher morale and loyalty, suggesting that McDonald’s should continue to invest in these areas while regularly assessing their effectiveness.
Moreover, the research emphasizes the importance of using a combination of engagement strategies. No single approach is sufficient to retain employees in the fast-food industry. A holistic approach that includes development, recognition, communication, incentives, and culture improvements is more likely to result in long-term staff retention.
Limitations of the Research
Despite the valuable insights gained, there are some limitations to this research. First, the study relied entirely on secondary data from web-based sources. No primary data was collected through interviews, surveys, or observation. This means that employee perspectives and personal experiences were not directly captured, which could have provided more nuanced insights into engagement and retention challenges (Scribbr, 2023).
Second, the research depends on the reliability of the online sources used. While efforts were made to select credible websites and official information, some sources may present biased or incomplete information. For example, company websites often highlight their successes, which may not fully reflect challenges faced by employees in practice (McDonald’s, 2024).
Third, the research focused specifically on McDonald’s and the fast-food industry. While the findings provide useful insights for similar companies, they may not be fully generalisable to other industries with different work environments, employment practices, and staff expectations.
Fourth, some of the web-based sources may not reflect the most recent practices or updates in employee engagement strategies. Since the fast-food industry is constantly evolving, engagement practices may have changed after the publication of some online articles (Human Resources Director, 2022).
Finally, this research was conducted in English and primarily used sources available online. This may have excluded other relevant information published in different languages or offline, which could have added further depth to the study.
Despite these limitations, the research provides practical recommendations and a clear understanding of how engagement strategies influence staff retention at McDonald’s. By following the recommendations outlined, the company can improve employee satisfaction, reduce turnover, and support long-term organisational success. The research also serves as a foundation for future studies that may include primary data collection to validate and expand on these findings.
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