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Introduction
The focus of this essay is to investigate the organizational functions of the globalised fast food chain, McDonalds, and evaluate the franchises approaches to management. There is a varied amount of management approach methods that are used in organisations worldwide, a few being; the classical approach, scientific management, bureaucracy management, human relations approach, contingency and systems approach. 
Before looking into which management approach is best described as the one that McDonalds use, here is a brief description of the history of the global fast food chain.
McDonalds started out as two brothers, Mac and Dick McDonald in San Bernardino, California. The two brothers managed a very successful drive-thru with a limited menu of hamburgers, fries and beverages. In 1955, a man named Ray Kroc visited the restaurant owned by Dick and Mac and saw an opportunity for organizational growth. The brothers agreed to work alongside Ray Kroc and by 1958 McDonalds had sold its one millionth burger. Six years after meeting the brothers for the first time, Ray Kroc invested in all rights to McDonalds and started to franchise the restaurant. Ray described his organisation as a ‘three-legged stool’ saying that one leg of the stool would be the franchised restaurants; the second leg, the food suppliers, and the third was thought to be the employees of the restaurants. This philosophy suggests that Ray Kroc was metaphorically describing all three factors as the foundations of McDonalds restaurants. Ray worked for McDonalds up until the day he died on January the 14th, 1984 (McDonalds,2019) 

Approaches to organisation and management
The classical management approach was founded during the industrial revolution by Max Webber, Frederick Taylor and Henry Fayol. Webber incorporated a Bureaucratic approach where he suggested looking at the bigger picture of the organisation, Taylor a scientific approach where the micro-picture of an organisation felt more of a priority to be looked at and Fayol; an administrative scientific approach. It mainly concentrates on the output, productivity, and efficiency of workers. This approach gives a clear understanding of the different levels of hierarchy and provides a fair pay and profit-sharing opportunity. Mullins, (2016, p37) suggest that the classical writers; Webber, Taylor and Fayol, were “concerned with improving the organisation structure as a means of efficiency”. Since the founding of the classical approach to management there has been a lot of criticism about its effectiveness within an organisation as it doesn’t concentrate on social factors within the workplace. Simon, (1976, p22) argues “Organisational design is not unlike architectural design. It involves creating large, complex systems having multiple goals. It is illusionary to suppose that good designs can be created by using the so-called principles of classical organisation theory”. However, in contrary to the view of Simon (1976,p22) , it is also believed that the classical approach is a great ‘starting point’ for organisations, as the use of this approach increases wages alongside the efficiency and productivity of the employees (commerce mates, 2019).
Scientific management is the method of observing and training staff for an increased output of product. To do this the workflow of the organisation is analysed and synthesised resulting in the workforce identifying its present and future needs and concluding in innovations being put into place for the organisation to develop. The main factors of scientific management are economical and labour efficiency. Each employee has an opportunity to reach goals to the best of their abilities with this management approach. The disadvantage of scientific theory is it would only be suitable for firms on the larger end of the scale as it increases the costs (Business mate, 2019)
Bureaucracy management concentrates on the hierarchical roles of the organisation, it is a very formal and organised form of management approach that helps to maintain workplace efficiency. The benefits of this approach could be viewed as every employee is on their own level of the hierarchy scale, leaving no room for favouritism or workplace disputes on duties. The flaws of bureaucratic management is that it leaves little individual freedom for the workforce, resulting in lack of productivity and efficiency (Green Garage, 2019)
The human relations approach concentrates more on the social factors within individuals, groups and leaderships. The employees want to be recognised and appreciated for their work and using this approach means the workforce’s priority is not financial gain, it is the social and psychological needs of the workforce. It was recognised during the Hawthorne studies that took place between 1924 and 1932, that the social factors and behaviours of employees are linked with the efficiency, productivity and outputs within an organisation (Roethlisberger, Dickinson, 1939). This approach concentrates more on the behavioural and social factors of an organization and less on the structure, ensuring the management and workforce are synonymous. When an individual employee feels appreciated, this leads to increase in work efficiency and productivity. A disadvantage of human relations theory is that the workplace may become difficult to analyse as organising is not the central priority and the theories are over-simplified (Silverman, 1970)
The system management approach has numerous advantages being;  This approach provides the organisation with the ability to adapt to environmental change, it looks at the individuals needs and the needs of the business and synthesises the two to progress the organisation as a whole. A single department of the organisation isn't concentrated on at any one time, instead departments are separated into sub-departments to ensure all sub-departments and departments progress their individual needs (Business & Management Online, 2019).It can be disputed that a disadvantage of the systems approach would be that in time, employees may start to feel a bit like robots, doing the same work day in and day out. Job roles may start to become repetitive and need minimum skill (Walker, Guest, 1952). Mullins (2016, p48) states that the system management approach reconciles both the classical and human relations approach.
The contingency approach is an expansion of the system management approach where management combines their own unique style and the needs of the situation to ensure they interact efficiently. The management will adapt the best possible approach for a situation and understands that this depends only on the current circumstances. An advantage of the contingency approach is that there is not one set way of management approach, it varies as the environment and circumstances change, so there are no set ‘rules’ or ‘systems’ to follow (Mullins, 2016, p52). The disadvantage of the contingency approach is that it is a very complex form of approach and may be difficult for management after some time (Your article library,2019)
McDonalds has been thought of as using the scientific approach to management on the basic facts that; they prefer to promote from within the organisation and staff members complete the same job roles to increase their confidence in that area, providing more efficiency and production and also providing more options to be promoted up the hierarchy scale (HRM,2019). The advantages of McDonalds using this approach are that staff who have been a part of the workforce for some time may have already seen development in their job role as opportunities occur that include promotions within the organisation, employees are designated to a single job to do on a permanent basis, this helps to improve confidence in those tasks. The disadvantages that arise using this form of management approach are that employees may start to feel like robots and the complete control is in the hands of management and not the workforce as a whole; this could lead to a division within the organisation and potentially also lead to lack of enthusiasm and creativity from the employees and concluding in low workplace morale (Wise step, 2019). Management approach has been described as eight different metaphors; the brain, an organism, a machine, a culture, an instrument of domination, a changing flux, a psychic prison and a political system (Morgan, 1986). It could be argued that the type of metaphor that best suits McDonalds would be an organism; a small restaurant run by two brothers with a limited menu, growing and developing over time into a bigger system, a global franchise that is recognised worldwide.
Work motivation and satisfaction
Motivation within the workplace can stem from various factors, the effect of motivation or lack of, can be seen in the productivity, output and efficiency within the organisation. If there is a good motivation system in place then workers will perform to the best of their abilities, behaviour of individuals will be satisfying, employees will become activated and output and productivity will increase. Richard Branson (2014) argued “Train people well enough to leave, treat them well enough so they don’t want to”. The causes of motivation within the workplace are numerous and vary from anything such as financial gain, appreciation, recognition, environmental factors and health. The individual’s motivation can be affected by personal reasons such as goals, family and finances. 
Abraham Maslow (1943) suggested that motivation and human needs are achieved by progressing in an upwards direction through the ‘hierarchy of needs’ scale. This scale was based on five factors and with the help of the organisation and its motivational system employees would eventually reach the top. The first factor workers achieve is physiological needs, humans’ basic needs of food, water and air. The fourth factor is safety, when an individual feels secure and contempt with their surroundings they will then be able to move onto the third factor which is love, also referred to as social needs. If an organisation practices equality and inclusion with no exceptions this will give an individual worker a sense of belonging. The organisation may have an exceptional upward communication system which in return would make employees feel accepted and valued, improving motivation for them to progress to the second factor which is self-esteem. When an organisation promotes an individual’s self-esteem, the individual will gain self-respect and the confidence they need to reach the pinnacle of the hierarchy: self-actualisation. Maslow described reaching the pinnacle as “becoming everything that one is capable of becoming”. When employees have got to the top of the hierarchy, they become aware of their full potential and appreciate the recognition and support from the organisation for every level they have progressed through. 
Another motivational theorist was Elton Mayo (1880-1949) who was the father of the human relations movement. Just as Maslow believed, Mayo also understood that the output and efficiency of workers relied on the way employees felt like they were being treated. In 1927, Mayo conducted a variety of tests to prove that there is a relationship between employee psychology and output, one of these being the illumination experiment. The lighting within the Hawthorne plant in Chicago was turned up and down to analyse worker efficiency, when the light was turned up workers were more motivated and output of products increased. However, when the lighting was turned down and the expected outcome was for the output to decrease, instead it increased to the point of over-production, this meant one thing: When workers were getting attention form the studies they felt important which resulted in high motivation levels and output. Whereas Maslow believed there was a system that employees needed to progress through, Mayo on the other hand felt there were three factors for the main cause of motivation: teams, upwards communication and leadership styles. When an individual was placed in a team and they were able to socialise with other employees this was motivating for them so productivity increased, when workers had good communication with the other levels of the hierarchy they felt valued and appreciated and the leadership factor provided motivation to employees as they felt they had a good source of mentorship and direction.
[bookmark: _GoBack]McDonalds may be using Maslow’s theory as they have a version of the hierarchy of needs scale in place. The employee’s physiological needs are met by management providing free food at break times, discounted high street retail vouchers, reasonable and flexible working hours to ensure employees are not overworked and salary is above minimum wage. To make sure that McDonald’s is a safe and secure environment to work in, in Australia alone the organisation invests $40 million on training annually, health and safety is a huge part in the organisation and employees are regularly updated with training as there is always goals and targets in place for continuous improvement. To promote the ‘social’ stage of the hierarchy, workers are involved in the ‘ray Kroc’ awards, meaning that any individual who has been an efficient worker may be nominated for awards and benefits such as personalised gifts and high street vouchers, ‘champion of the month’ awards and even winning a points system that will enable them to stay at a well-being London hotel. All of these previous stages of the hierarchy of needs scale within McDonalds promote confidence and self-respect, increases self-esteem and gives employees the opportunity to progress to the pinnacle of the hierarchy and their career where they have options to partake in nationally recognised qualifications and develop themselves personally. In Australia in 2016 alone, 4568 employees of McDonalds gained a recognised qualification (Andrew Gregory,2019) This is a very respected advantage for the organisation as in some parts of the world it has become a sought after job, however the disadvantage to the use of Maslow’s theory within McDonalds could be that when an employee reaches the top of the hierarchy they either start all over again or move on to bigger and better options.










 
















References:
https://www.mcdonalds.com/us/en-us/about-us/our-history.html/ sourced on 09/10/2019 
Mullins, Laurie. J. Management and organisational behaviour, eleventh edition, p37, p48, p52, Pearson publications
Simon, H.A. Administrative behaviour, third edition, free press, 1976, p22
commercemates.com/classical-management-theory-advantages-and-disadvantages/ sourced on 23/10/2019
http://www.businessmate.org/Article.php?ArtikelId=223/ sourced on 09/10/2019
https://greengarageblog.org/10-main-advantages-and-disadvantages-of-bureaucracy/sourced on 09/10/2019
Roethlisberger, F.J. Dickinson, W.J. Management and the worker, Harvard university press (1939)
Silverman, D. The theory of organisations, Heinmann (1970)
https://www.businessmanagementideas.com/management/system-approach-theory-of-management-features-and-evaluation/4703/ Sourced on 23/10/2019
Walker, C. R, and Guest, R.H. The man on the assembly line, Harvard university press (1952)
http://www.yourarticlelibrary.com/management/4-limitations-of-contingency-approach-management/27906/ sourced on 23/10/2019
https://www.hrmonline.com.au/section/hr-capability/mcdonalds-human-resource-practices-still-order-day/sourced on 10/10/2019
https://content.wisestep.com/advantage-disadvantage-scientific-management-theory/ sourced on 10/10/2019
Gareth Morgan metaphors: https://pdfs.semanticscholar.org/6044/13665c0285dfa349d8e575b27e3bf794b23f.pdf/ sourced on 10/10/2019
Maslow, A.H. (1943). A theory of human motivation. P370-396
Gregory, Andrew. McDonald’s managing director, Maccas prospectus, (2019) 
Branson, Richard. Virgin airlines. (2014)



	
	
	



image3.png




image1.png




image2.png




