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[bookmark: _Toc222140850]Introduction to the Organisation and Topic Area
The issue of employee turnover has been one of the most intractable organisational problems in the hospitality and quick-service restaurant (QSR) sector across the world. High turnover means that recruitment and training has to be repeated, it costs money, the services are not consistent and the organisational culture is weakened. The loss of entry-level and part time workers, in general, and the high numbers, in particular, of employees employed by McDonalds, which is among the largest employers in the fast food sector in the world, is especially sensitive. Allowing the company to offer a wide range of employment opportunities the specifics of the work, including its high pace, pressure on the customer, and shift-based work structure, tend to contribute to low employment periods and high employee turnover (Nguyen et al., 2023).
As a manager and leader, turnover is not just a human resource statistic, but a strategic challenge, which is associated with organisational sustainability and operational effectiveness. High turnover rates divert the time of managers from focusing on performance development instead, they have to replace and onboard staff continuously, which undermines the stability of a team over time. According to the results of research on the subject of the hospitality industry, turnover intention is seldom a one-time event; rather, it appears to be a product of an interaction between work stress, a lack of development prospects, the perceived unfairness, and the absence of managerial support (Han, 2022).
Hospitality industries have always achieved the highest rates of attrition as compared to most other sectors posing a possibility that turnover is somewhat structural. Nevertheless, structural accounts are not enough, because store-level management practises, quality of training, and employee-manager relationships also contribute greatly to employee choices to stay or quit (CIPD, 2024). McDonald publicly focuses on the developmental and training programmes of its workforce but the academic studies indicate that the success of the specified programmes is significantly determined by the way they are experienced at the frontline instead of the manner in which they are planned at the corporate level (McDonalds Corporation, 2023).
This project thus avoids turnover as a condition in the industry that cannot be avoided, but it is a phenomenon that is triggered by job demands, job resources, and the reciprocity that the organisation and employees perceive to exist between them. Recent indications reveal that, as long as employees experience perceived long-term incongruity between effort and reward, their emotional attachment and commitment to the organisation reduces, and the chances of leaving increase (Salama et al., 2022). A qualitative inquiry is thus suitable to describe lived experiences and interpretive meanings of the employees instead of using numerical survey data only.
Moreover, Nguyen et al. (2023) underlines that the turnover of the employees within the quick-service setting cannot be considered only as the economic or transactional concern but as the indicator of the psychological attachment and perceived organisational value of the workers. The frontline staff develop low commitment when they feel that there is no career growth, managerial support is inconsistent, reward-effort is not in balance, despite training resources placed in organisations. This shows that turnover is related closely to the perceived job quality and the relational relationship in the workplace as opposed to compensation in itself. These subjective dimensions are critical in the process of designing effective retention strategies and hence the need to understand them.
[bookmark: _Toc222140851]Aim and Objectives
[bookmark: _Toc222140852]Aim
· To explore the primary factors contributing to high staff turnover at McDonald’s through an in-depth qualitative investigation of employee experiences and perceptions.
[bookmark: _Toc222140853]Objectives
· To critically examine recent academic and industry literature (2022 onwards) on employee turnover in hospitality and QSR contexts.
· To explore how job demands, managerial support, scheduling patterns, and development opportunities influence employees’ intentions to leave or remain.
· To analyse employees’ perceptions of fairness, recognition, and work–life balance within McDonald’s roles.
· To identify patterns and themes that explain turnover behaviour using an evidence-based analytical framework.
· To propose practical retention-focused recommendations grounded in qualitative findings.
[bookmark: _Toc222140854]Research Question
· What are the primary factors contributing to the high staff turnover at McDonald’s?
[bookmark: _Toc222140855]Critical Evidence-Based Framework and Key Literature
An analytical framework used in this research is a Job Demands Resources (JD-R) workload, and this implies that the well-being and retention of employees is determined by the equilibrium between work pressures and organisational resources that provide support to the employees. As per Nguyen et al. (2023), time pressure, emotional labour, and intensity of work are examples of job demands that can drain energy, and some of the resources provided by the job include supportive leadership, fair treatment, training, and recognition, which can counteract stress and boost engagement. This balance is especially fragile when working under the conditions of QSR when the tempo of work and the contact with customers is constant.
Empirical data with respect to the issue of burnout and work stress suggests that the variables are core predictors of intention of turnover in hospitality professions. Salama et al. (2022) shows that workers that feel a long-term sense of fatigue and emotional pressure are much more likely to detach and find other work even in contexts where the monetary reward is relatively fixed. Notably, burnout is becoming more widely discussed as an organisational product and not an individual weakness, which can support the relevance of managerial practises and job design.
Scheduling unpredictability, and work-family conflict are other conditions of the work environment that have significant influence on turnover decision. Employees who feel that working hours are unpredictable or unsuitable to other personal activities complain of less commitment and a greater propensity to leave, especially younger and part-time employees (Abdou et al., 2022). This is particularly applicable to McDonalds where the employment is based on shifts and this is one of the distinctive features of the way operations are organised.
On a greater scale, labour-market benchmarking proves that the figures of HR retention in the hospitality sector are always low in comparison to other industries, which highlights that the turnover is partially hidden in the industry conditions (CIPD, 2024). However, the risk of turnover has been observed to be reduced by organisational interventions especially leadership behaviour, training quality, and development visibility in case it is done appropriately (Han, 2022). According to the corporate reporting of McDonalds, the company invests significant resources in employee training and development, but studies show that the perception of employees regarding these programmes defines the differences in their application in retention (McDonalds Corporation, 2023).
Altogether, the reviewed literature proves that turnover is a complex phenomenon with emotional, organisational, and structural determinants. A qualitative method allows it to go into more depth with understanding how employees make sense of these influences and how they make a decision, to stay or leave. Another point Salama et al. (2022) make is the need to incorporate the viewpoints of emotional labour and organisational justice into the turnover intentions analysis. Workers that constantly cope with emotions of customers and feel underestimated or discriminated are also prone to burnout and disengagement. This supports the importance of the multidimensional analytical model encompassing job demands, availability of resources and perceptions of fairness instead of one-factor accounts. This kind of integration enhances explanatory richness and concurs with the current qualitative research methodology in organisations.
[bookmark: _Toc222140856]Proposed Methodology and Sampling Technique
[bookmark: _Toc222140857]Research Design and Approach
The given research also follows the primary qualitative research design type where semi-structured interviews are employed to examine employee experiences of staff turnover in detail. The qualitative approach should be used since the turnover behaviour is a highly subjective phenomenon whose interpretations, emotions, and contextual meanings are not directly measurable (Brinkmann, 2022). The factors that make employees quit are usually perceived as fairness, managerial treatment, intensity of workload, and growth opportunities, which cannot be adequately measured through a numerical survey (Saharan et al., 2024). Semi-structured interviews are structured and flexible enough that the researcher can facilitate the discussion whilst the participants can narrate their personal stories and realities through their own words. This interpretive and conversational style is well known to work in organisational and behavioural studies since it uncovers the processes and meanings behind the decisions, not the statistics on the surface.
[bookmark: _Toc222140858]Sampling Strategy and Participants
The research will comprise eight participants, who are current employees of McDonalds or former employees who have left the organisation within the last twelve months. The study will illustrate both sides of retention and actual resignation decisions, which will provide analytic balance in the sense that both the current and former staff will be presented. Participants will be recruited via purposive sampling and it is a non-probability sampling technique where the researcher will sample the respondents with close and relevant experience in the area of research. This approach suits the qualitative inquiry because it places more emphasis on depth of knowledge, richness of contextual factors and relevance of experience rather than numerical representativeness (Sundqvist, 2024). Nonetheless, the small sample size results in qualitative research in the focus of which is the principle of data saturation, assuming that no new information would be obtained in new interviews, and no significant distinctions would be detected (Susilawati et al., 2025). In a rigorous research, eight intensive interviews will suffice in generating the meaningful thematic insights in exploratory academic research.
[bookmark: _Toc222140859]Data Collection Procedures
One-to-one semi-structured interviews of about 30-45 minutes will be used to collect data. The interviews can be done in person or use secure internet communication channels depending on the accessibility and comfortability of the participants. All the sessions will be audio-taped with informed consent to maintain accuracy and transcription verbatim to maintain the original words and tones of emotions of the participants. No significant information will be provided, such as names and particular store names will be eliminated, and instead pseudonyms will be used to guarantee anonymity (Saraswati and Devi, 2023). The participants will be motivated to share their workload stress, their relations with the managers, training experiences, work schedules, recognition, and their own reasons of leaving or staying. Ethical aspects will involve voluntary action, right to quit at any point, and safe preservation of electronic information.
[bookmark: _Toc222140860]Data Analysis Method
The data received will be analysed through reflexive thematic analysis which is an interpretive and systematic approach that allows recognition of recurrent trends without losing the complexity of individual accounts. This method of analysis is consistent with the modern qualitative best practise since it focuses on transparency, reflexivity, and analytical rigour instead of strict coding systems (Braun and Clarke, 2022). This will entail process of familiarisation of transcripts, developing first codes, categorising codes into larger themes, and recurrent refinement to ensure that interpretations are based on own words of the participants and backed by several data extracts. The application of reflexivity will be made throughout, which will realise the role of the researcher in meaning-making and increase the credibility of analysis (Sreekumar, 2023). Though the findings will lack statistical external validity, they will have an analytical kind of transferability, as they will offer context-plentiful information that may be used to inform the subsequent perspective of the staff turnover dynamics in the context of the same hospitality and quick-service organisational settings.
[bookmark: _Toc222140861]Conclusion and Need for Further Research
The interplay between organisational, psychological and structural factors influences high staff turnover rather than a single cause of high turnover in McDonalds. The modern evidence indicates that burnout, perceived injustice, restricted growth opportunities, and unpredictable schedules all affect the choice of employees to leave (Salama et al., 2022). Meanwhile, sector-level attrition patterns can be used to say that the turnover is partially integrated into the hospitality labour market and that it would require both organisational and industry-level responses (CIPD, 2024).
The research is expected to bring a rich qualitative dimension that involves employee voices and experiences and will supplement the quantitative research. The results can be used in the managerial strategies, leadership training, and workforce development initiatives by determining the themes that justify why employees leave or stay. Future studies may broaden this study by using comparative multi-site studies or longitudinal designs to monitor the experiences of employees over time and, therefore, improving the generalisability and strategic relevance (Nguyen et al., 2023).
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