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Abstract  

     The aim of this study is to identify the competence of employees in fast food 

restaurants to plan their career path. The researcher utilized descriptive 

analytical method. The research sample is composed of 200 employees. The 

researcher use a tool to collect research data. 

The results of the research found out different consequences, the most 

fundamentally are : 

1. The knowledge and skills related to the field of work came to a large extent. 

The general average of the level of this axis (2.59), the standard deviation 

(0.63) and the general level trend (large). 

2. The requirement of the employees capability to utilize the resources needed 

for the performance of his work according to the research community where 

the general level average (2.63), the standard deviation (0.57) and the general 

level trend (large).  

3. The necessity for a correlation between colleagues in the work according to 

the research community, where the general level average (67.2), standard 

deviation (0.56) and the general level trend (large). 

4. The significance of improving a plan for the jobs that the employees hope to 

occupy in the future, where the average levels of this axis (2.65), the standard 

deviation (0.56) and the general trend level (large). 

     The study recommended the following: To define the employees with the 

tasks and actions that must be performed. As well as encouraging employees to 

come up with new ideas and work to support them. 
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Introduction: 

     No doubt that the human resources have main features that make them 

unique from other resources. This has led for being considered as a human 

capital which contributes to the shaping of a competitive advantage of the 

organization.  This organization is concerned with the employees' professional 

development to enable them to deal with many variables, such as economic, 

political, and technological variables. Since the development of the efficiency 

of a job  is regarded as a point of focus for the human resources itself. 

Competence is defined as a set of knowledge, skills and abilities that 

individuals have; in order to achieve these tasks or jobs that are required of 

them at the required level (Jihad, 2011). Mondy and R. Wayne (2010) indicate 

that the entrance to competence represents the third wave of management and 

comes after the first wave (bureaucracy) and the second wave (management by 

objectives).  

      In addition to that, the concept of competence is one of the concepts that 

appeared in the seventies of the last century. However, the writings started in 

the 1980s, and the conception of human resources management based on 

competence appeared to reflect the utilize of competence in the achievement of 

human resources functions from polarization, employment, training, 

development and career planning. 

   In spite of the fact that there are numerous definitions of competence from 

various standpoints, there is almost an agreement to contain the skills, 

knowledge and capacities needed to perform the work. This  makes individuals 

are concerned with developing themselves in order to get diverse jobs in 

proportion to the future; especially after the development of the concept of 

career planning during the industrial revolution and the expansion of the 

production system.  Career path delineation (according to the traditional view) 

was regarded to be the only organization responsible for delineation the career 

path and within the boundaries of the organization only. Moreover, it becomes 

in an upward direction as individuals permanently climb up as long as they 

perform their work effectively and efficiently. However, in the beginning of the 

20th century, there was an alteration in career planning concept to be defined as 

Boundaryless Career; it is characterized being flexible.  Thus, the appearance 

of a newfangled pattern of career path is multi-directional and affords the 

individual independence to climb onto the same path or another new path. The 

organization is no longer merely responsible for career planning, but the 

concept of career planning has become a shared responsibility of the individual, 

the organization and the instant managers. The individual is basically 

responsible for designing the career path. In view of the important role played 

by career planning, the organization may seek the assistance of outside 

https://en.wikipedia.org/wiki/Efficiency
https://en.wikipedia.org/wiki/Employment
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consultants to assist staff in planning their careers. (Jung and Takeuchi, 2016) 

point out that career planning does not occur once in life, but is a persistent 

activity that drives the individual to improve and progress, as well as to manage 

his or her career. 

The efficient merit contributes outstandingly to the accomplishment of the 

employees' plan for their careers, which supports to promote the performance 

of the employees and to originate a second class of staff.  Therefore, it helps the 

organization to depend upon interior resources as a strategy to treat with 

conditions of insufficiency in those cadres. Ashoch (2015) observe that the 

causes for the increased attention to the concept of career paths at the present 

time. As well, how the individual is suffering from lack of access to such 

opportunities for promotion and development career path; this is reflected in 

the performance, turnover rate, and then affected on the results of the work of 

the organization negatively or positively.  

Research problem: 

In the light of the results of the review of previous studies, there is a lack of 

studies on career planning as well as functional merit, which makes the 

researcher can contrive the problem of research in the following scientific 

question: 

- What is the effect of the efficiency of employees in fast food restaurants to 

plan their careers? 

This question is divided into a number of scientific questions: 

1. What is the significance of career planning for employees in fast food 

restaurants? 

2. What are the implications of stimulating the function of merit in fast food 

restaurants? 

3. What are the ultimate significant dimensions of merit in career planning in 

fast food restaurants? 

Study hypotheses: 

1. There is a statistically significant relationship between the individual's 

knowledge of work skills and his ability to use the resources required for his 

work 

2. There is a statistically significant relationship between colleagues' 

relationships in work and their ability to use the resources required for their 

work 

3. There is a statistically significant relationship between the individual's 

knowledge of work skills and the planning of his / her functions in the future 

4. There is a statistically significant relationship between the worker's 

ability to use the resources needed for his work and planning his future jobs 
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Research goals: 

In determining research problem, research goals can be defined as follows: 

1. Defining the dimension of the effect of merit on career planning and 

determine the strength of this effect. 

2. Study the factors that help to plan the career path of workers in fast food 

restaurants and identify the most important of these factors. 

3. Determine the most important dimensions of merit affect the planning of the 

career path of workers in fast food restaurants. 

4. Identify the most important means and standards that enable human 

resources management to strengthen the career path of employees in the 

hospitality industry. 

Research importance: 

The importance of the research is as follows: 

 .1. Theoretical Importance (Research Subject) 

The theoretical importance of this research is restricted in the previous studies 

that dealt with the relationship among merit and career planning, in spite of the 

importance of these two variables as mentioned in the previous studies. 

Furthermore, there was no studies that examined this relationship scientifically. 

Relationship theory studies which displays the importance of this research. 

Furthermore, it is imperative to pay attention for improving the merit of the 

most important resource owned by the organization and seek to invest in it; by 

maximizing the return from it. It is the human resource, which demonstrates the 

accomplishment of the current and future strategic competitive advantage of 

the organization; regardless of the importance of this topic. 

2. Practical importance (scope of application) 

The practical importance of picking out a fast food restaurant sector as the area 

of application is due to the following reasons: 

- Fast food restaurants (one segment of the tourism sector) are considered as 

sectors that have not been sufficiently addressed in previous studies, in spite of 

their importance. 

- The restaurant sector is one of the components of tourism, which in turn is a 

fundamental pillar of the Saudi national economy and a contribution to the 

GDP 

- Fast food restaurants are the most important sectors that absorb a lot of human 

resources at different levels of education (Mohammed I. Eraqi et al, 2011). 

Search limits: 

Spatial boundaries: The study is limited to McDonald's fast food restaurants in 

Saudi Arabia. 

Time Limits: The researcher began collecting data for the purposes of this 

study in 2019. 
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Human Boundaries: Includes employees and senior management of 

McDonald's, which operates fast food restaurants. 

Previous studies: 

Previous studies that dealt with merit 

1. (Badawi& Farah 2018). This study aimed to investigate the significant 

statistical correlation and impact of Information Technology on Development 

of Human Resources Digital Competence in Saudi Construction and 

Contracting Companies at ABSAR in Saudi Arabia Kingdom. The study 

followed the analytical descriptive method supplemented by the statistical 

analytical techniques, besides; designed a questionnaire covered the random 

sample of 200 engineers and clerks in the company. The most important 

findings of the study were: there is a significant positive strong statistical 

correlation between Information Technology and Development of Human 

Resources Digital Competence. Also, there is a significant impact of 

Information Technology on Development of Human Resources Digital 

Competence. 

2. Sengupta (2013) study, conducted on HR staff in Indian spinning and 

weaving institutions, purposed to use the merit model in performance 

management to fulfill competitive advantage. The results pointed out that the 

merit approach is regarded as a key element for the expansion of performance. 

Also, the results added that there is a vigorous relationship between the merit 

model and performance management. Since the performance management is a 

strategic function of human resources management, it helps the organization to 

achieve competitive advantage. 

3.(Alice.H.y Hon, 2012) study, for hotel workers in Hong Kong, purposed to 

determine the effect of the merit approach on indemnification and benefits. 

Accordingly, it has been found that merit conspicuously effects the 

determination of indemnification and benefits for hotel workers. 

Previous studies that dealt with the subject of career path. 

1.( Awarib, Abdelgadir 2015) Study of the relationship between the availability 

of these requirements and their role in motivating employees, As the aim of this 

study is to answer the question whether there is a differential impact of 

dimensions of career planning to motivate staff, In order to address the 

problems we have distributed a questionnaire prepared for this purpose to view 

of study and of 41, and all have recovered, The study found the most important 

set of results, there is a statistical relationship between the effect of dimensions 

of career planning in motivating employees , and promotion is the most 

influential component of other components. 
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2. Skilton study (2008) aimed at indicating the impact of some elements (type 

of project, organizational structure) on career planning, and pointed out that 

these elements had a considerable impact on career planning. 

3. Tarawneh  study (2010), at Ministry of Finance in Jordan, aimed at studying 

the effect of human resource management functions (training and development, 

transportation, performance evaluation and performance bonuses) on career 

planning. The outcomes affirmed that both the training and development 

function have a powerful effect on planning, the training and development 

function. The ability and expertise of staff are developed. The outcomes also 

denote that performance assessment influence on career planning as one of the 

expansion and promotion of the organization. 

Previous studies that dealt with the subject of career path. 

1. Skilton (2008) aimed at identifying the effect of some factors (type of 

project, organizational structure) on career planning, and found that these 

factors had a significant impact on career planning. 

2. The Tarawneh 2010 study aimed at the Ministry of Finance in Jordan to 

study the impact of human resources management functions (training and 

development, transportation, performance evaluation and performance 

bonuses) on career planning. The results confirmed that both the training and 

development function have a strong effect on planning Career path. Through 

the training and development function, the ability and skills of staff are 

sophisticated. The outcomes also point out that the performance assessment 

influences on career planning as one of the improvement and advancement of 

the organization. 

Previous studies that focused on the impact of merit on career planning: 

1. Cappellen and Jenssens study(2008) aimed at testing the effect of merit of 

Swedish real estate managers on job planning and development. The results 

pointed out that managers were concerned with knowledge to promote their 

careers. 

2. (Pinnington, 2011) study, conducted on directors of pharma pharmaceutical 

company in Belgium, aimed to identify the influence of merit development on 

the expansion of the career path. Thus, the results manifested that the 

development of merit substantially impacts on the development of the career 

path of the employees of this company. 

3. (Bocciardi et al., 2017) study aimed at handling the effect of promoting 

individual merit of employees in the industrial sector in Britain on the 

development and planning of career paths. The results showed that merit has a 

considerable impact on planning and career development. 

Comments on previous studies: 
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After exhibiting the previous studies and research, it can be noticed the 

following points: 

- The shortage of studies that effect on the merit of career planning. 

- The current study is convenient for the previous studies in the methodology of 

the research as most studies adopted the descriptive approach. 

- The results of previous studies pointed out that merit can contribute to career 

development. 

- The present study has benefited from the results of previous studies in 

selecting the methodology of the study, designing its tools, and confirming the 

idea of merit, as it can contribute to the development of the career path. 

- Benefit from previous studies in the preparation of the theoretical framework 

of the current study, besides knowing the statistical methods and treatments 

used in proportion of the current study in terms of emphasizing on the 

equivalence of groups of study before starting the processing application; to 

evolve the results and to find answers for the study questions. 

Research terms: 

competence: 

Merit is a set of personal characteristics that can drive to prominent 

performance and competence (Mamaqi et al., 2011).  

The researcher determines the practical merit as: the acquisition of knowledge, 

abilities and skills that regulate the experience of the workers that contribute in 

obtaining superiority in performance. 

Career path planning: 

Career Planning is the official approach used by the organization to enable 

individuals to acquire the skills and expertise; required to carry out their current 

and future career. Job development contributes to maintain a motivated and 

committed workforce in order to achieve the goals of both the organization and 

individuals (Mondy.et al, 2005, p. 367). 

The researcher defines the career path as a long-term vision that displays the 

road map of the individual through which his skills and ambitions are 

developed for self-realization. 

Theoretical framework: 

First:  competence 

Definition of Merit: According to many definitions that dealt with the concept 

of merit, it has been pointed out that merit is:  

- Skills, knowledge and behaviors associated with each other in order to 

achieve a competitive advantage (Urtasun, Nunez, 2012)  

- A personal attribute that makes an individual able to perform tasks (Lester, 

2014).  
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- The essential personal characteristic through which the individual performs 

eminent performance as well as the technical skills associated with the field of 

work and the skills related to the behavior of individuals and how to deal with 

others (Yu. Chi wu et, el.2015) 

- Through the information, knowledge and relationships at work, their 

professional development is advanced leading to the progress of the 

organization (Fleisher et al., 2014) 

- The capacities, skills and knowledge which are required to perform routine 

functional activities (Canning and, Szmigin, 2016). 

- A set of knowledge, skills and personal qualities that affect one job in order to 

achieve a competitive advantage (Medina, 2015). 

- A set of relevant knowledge, attitudes, skills and other personal qualities that 

affect a large part of an elementary job (Dada, 2016) 

- Ability to apply knowledge and skill to obtain desired results (Bravenboer and 

Lester, 2016) 

Types / Classification of merit: 

There are many types of merit or areas in which the human element can excel, 

which directly contributes to raising the level of performance and achieving 

merit in this performance. However, many scholars differed in determining the 

types of merit. The different views of the merit rating will be reviewed as 

follows: 

Rowold & Kauffeld (2008) has identified three types of merit, which have 

become more widespread and accepted in vocational training: 

A - Professional merit: 

Is related to the professional knowledge and skills that are related to the field of 

specialization or work of the individual, whether related to the organizational 

aspects of the job or the procedures of the steps of the performance of the job 

functions of the performance of this function, the individual must have 

experience in the performance of his work. 

B - Merit in the ways of performing work: 

Describes the ability to make good use of the means and resources necessary to 

perform the work ... The ability to classify the information available to the 

individual appropriately and to use it to solve work-related problems is an 

example of this kind of merit. 

C - Social merit: 

Is about the ability of the individual as a member of a team to communicate and 

collaborate with his or her team members in an organized and effective manner, 

an example of this kind of merit: teamwork, conflict management, 

communication with team members, and ability to deal with customers. 
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In another context, merit (Furåker & Nilsson, 2010) has been classified into 

functional, social, strategic, personal and artistic merit, and can be illustrated as 

follows: 

Functional merit: 

 The ability to solve the problems of work. 

Social merit:  

The ability to build social relationships and the ability to communicate with 

others. 

Strategic merit: 

 The ability to identify priorities and the ability to plan long and short term. 

Personal merit:  

The ability to sense responsibility and the ability to analyze and logical 

reasoning and decision-making ability. 

Technical merit: 

 The ability to deal with the techniques and technical techniques in the region. 

Meyer et al., 2015, classified merit differently from the previous study, divided 

into four types: 

- Professionalism: It means that the employee has the professional competence, 

skills and knowledge in order to practice his work, so that he is able to achieve 

the objectives of the organization. 

- Experience: includes the knowledge and skill that the human resource learns 

to work in the future and acquire new skills. 

- Social merit: The knowledge, skill and experience acquired by the human 

resource from social interactions. 

Self-worth: Ability to self-assessment 

3. Elements of merit: 

The individual must have the essential elements of performance excellence and 

include four key elements known as "KSAP" (Mr. 2012): 

 - Knowledge is destined by information, facts, rules, principles, and theories 

required for successful job performance. 

- Skills is ability to perform the physical or mental function of the individual to 

achieve the desired results. 

- Abilities are the capability or efficiency to perform the job successfully and 

achieve many desired results such as analysis, problem solving and decision-

making. 

- Personal characteristics is a set of qualities that affect the performance of 

work effectively and efficiently such as values, attitudes and behavior. 

4. Importance of merit: 

The importance of merit lies in its strategic role it plays in any organization, 

which helps to achieve excellence in employee performance. It gives the 
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organization a competitive advantage that makes it compete with other 

organizations (Eden and Ackermann, 2015). 

A - The importance of merit at the level of the individual: 

1- Urge employees to excel in performance. 

 .2 – Help the individual achieve organizational goals of the organization 

 .3 - Help the individual to develop a plan to develop his skills and abilities 

 .4 - Help the individual to identify his training needs 

B - The importance of merit at the level of the organization: 

1. Help the organization count on competitive advantage. 

2. Merit is a significant input in the formulation of the strategy that will be 

adopted by the organization whether it is for profit or not. 

3. The merit approach helps to improve a merit-based promotion system. 

4. Competent human resources management helps to set standards and 

foundations for HR functions from HR planning, selection, recruitment and 

compensation. 

5. A merit approach helps reduce organized cost  .  

6. . Help building  good reputation among competitors. 

7. Help the organization discover outstanding talents.  

8. Help the organization to provide good service and value to customers. 

Help the Organization in the process of developing its products.9  

Merit Model: 

The organization can develop a model for employee merit (Sengupta et., 2013) 

for prominent performance. The merit model includes three steps and can be 

explained as follows: 

A) Determining the required levels: 

The characteristic of merit, required for employees, has been determined by 

different factors (fulfilling outstanding performance, fulfilling organizational 

objectives, to fit into the future strategy of the organization). When determining 

the required frameworks, the current merit should be determined and future 

merit forecasted. 

B) Validity evaluation: 

The merit of each individual in the organization has been estimated by utilizing 

a performance appraisal card to identify the strengths and weaknesses, and then 

compare them to the competencies in the organization; by the standards of the 

competing markets, through the following steps: 

- Determine the current merit possessed by the individual. 

- Determine current competence requirements to meet current job demands. 

 - Determine the gap among the current merit of the person and the demands of 

the organization of the current merit. 
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- Determine future competence requirements to meet the future needs of the 

organization 

- Define the gap for future merit that is the difference between future merit 

requirements and existing merit. 

- Development of reference merit indicators in the competition market. 

- Define the gap of reference merit through the difference between reference 

merit and current merit. 

- Determine the potential merit that is within the organization and has not yet 

been used. 

C ) Coordination between the strategy of the Organization and other functions: 

The focus of this phase is on the full coordination between the strategy of the 

organization and the functions of human resources management, in order to 

gain a competitive advantage by attracting the best elements of the 

organization, and also through this model to identify the training needs of 

individuals within the organization by identifying the gap between the current 

merit and The requirements for merit in the future, leading to the creation of a 

second row of cadres within the organization, is also a method of determining 

performance and can also be used to motivate employees and determine 

compensation based on merit. 

Second: Career path planning. 

1. Definition of career path planning 

It is considered as a continuous exploration process. The individual improves 

through his self-concept of his professional identity, which obviously 

determines his nature, abilities, motives, needs, trends and values. As the 

individual improves in his career path, some of the constants connected with 

his functional identity become established. These axes rotate around the career 

path of the individual, )Dessler, 2008). 

A persistent process through which the employee sets nominated goals and 

defines the convenient method to achieve them (Mondy et al., 2005) 

2. Types of career paths 

Baruch (2004; Smith-Ruig 2008 & Balochia 2010) detects that several patterns 

of career paths can be explicated as follows: 

A. The traditional path: 

It is regarded as the "bureaucratic path", which is the cephalic shift from low to 

higher positions through advancement. This is a narrow and limited path and is 

promoted in one direction according to the career ladder. So that, it requires the 

skills of the employees to obtain their career promotion. 

B - The multi-directional career path: 

At the end of the twentieth century, after the concept and nature of the job were 

changed, the concept of a multi-directional career materialized, providing a 
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diversity of options for the worker, ie the tendency at the same level of career 

or changing direction in another career path (James J. et al, 2000). This pattern 

of path is interested in preparing the worker for success and not necessarily 

within the traditional career path. In other words, the workers have more than 

one procedure of expansion in other routes within the organization. The multi-

directional path is also a method of maintaining and motivating employees. 

One of the features of this track is the elasticity in addition to the self-

realization of the employees. Also, it helps to accomplish the future ambition of 

the employees. Furthermore, it helps to transform the course of his career 

according to his penchant, inclination and ability. 

C) Career path based on achievements: 

It relies on the size of achievements and successes, achieved by the person in 

his work regardless of the length of time spent in the job. As well, the end of 

the track is not connected with the retirement year. Thus, the problem here is 

that the employee can reach the end of the path in the job quickly and staying 

for a long time causing boredom. 

3. Career Planning Goals: 

Career planning achieves several objectives at both the employee and 

organization level, as follows: 

A. Objectives of career planning at the organizational level 

- - Building a vision for the future career path available in the organization, 

thus reducing the turnover rate of employment. 

- Formulating and striving for the organization's human resources strategy. 

- Managing the career path that makes the organization responsible for 

providing the required training programs and developing the personnel. 

- - Assisting the organization in succession planning, ie filling vacancies and 

also predicting employment in quantity and quantity. 

- There are no limits to career peace. In the past, there was a functional path 

that allowed only vertical movement, but now there is a multi-directional career 

path to overcome the difficulty of moving in the traditional path. 

- Improving the working environment of the organization (Shumba, A. & 

Naong, M. 2012) 

B. Objectives of career planning at the individual level 

- Help the individual to compose an obvious picture of the functions that can be 

occupied in the future 

 - Capability to have the chance to improve or progress at work 

- Realizing job satisfaction 

- Help the individual to attain the necessary skills in solving the problems that 

face him at work 
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- Help the individual to promote themselves in order to face their own 

economic conditions 

- Help the individual to enhance and direct his professional orientation and 

skills (Shumba, A. & Naong, M. 2012). 

4. Responsibility for career planning: 

The responsibility of career planning rests with the three parties (staff - 

managers - organization) as follows (Krishnan and Maheshwari, 2011; Tzabbar 

et al., 2003)) 

A. Responsibility of the individual 

The literature has finally assured the significance of the function of the 

individual in designing his career path due to the appearance of new jobs and 

also an alteration in the organizational structures, so the individual is 

encouraged to take care of this strategic role (Clarke and Patrickson, 2008). 

The responsibility of the individual is as follows: 

- Be responsible for assessing himself. Therefore, he can define his training 

needs. 

- Prepare plans to improve his career track proportionate with his skills, 

knowledge and experience. 

- Capability to conform to variables that may influence career planning. 

- A good recognition of the job depiction makes the individual able to proceed 

in the career path better suited to the multi-directional career path. 

- Define the type of track that follows through the stages of career within the 

organization. 

B - Responsibility of Directors: 

- Provide support and help employees to improve their implementation by 

supplying them with sufficient information about their performance levels as 

well as the demands of several jobs. 

- Discussing with the employees to improve the career track and support them 

to achieve the expansion plans. This has been performed through the following 

steps. 

 -Training and education: Managers ought to acknowledge the abilities of the 

employees and argue how to evolve them and benefit from their strengths and 

diminish the weaknesses. 

- Evaluation and follow-up: managers assess employees and assure persistent 

follow up 

- Guidance and guidance: listening to proposals and responding to complaints 

by subordinates (Al-Subaiy 2010) 

- Working with employees to correct their functional situations, solve 

outstanding problems with management and enhance more career track plans. 
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- Helping to originate a connection between the workers to help them carry on 

their career path and get rid of impediments that may block the worker's work. 

(Tabil 2013) 

C. Responsibility of the Organization: 

- Providing training tools and materials for the development process, as well as 

providing appropriate organizational structures for the employees. 

- Continuous development of training programs that help to deny career 

development plans to all employees in the organization. 

- Motivating employees to manage their careers. 

- The adoption of the organization on different types of career paths that suit 

the different functions. 

- To link career planning to the Succssion Plan with the aim of providing future 

staffing needs of the organization. 

- Urging employees to test the career path best suited to their abilities and 

desires. 

 - Follow the policy of rotation within the organization, which leads to the 

development of skills and helps to retain staff in the long term. 

- Determine the on-the-job training of the employees on appointment and 

clarifies the functions they may occupy during their careers. 

D. Obstacles to career planning: 

There are many constraints that affect the career planning of employees such as 

(Jihad & Coolahan, 1996) and can be presented as follows: 

- Ambiguity of the concept of career path and lack of awareness of its 

importance by senior management in organizations. 

- Career planning is not considered among the primary tasks and 

responsibilities of managers. 

- Some managers believe that planning career path may destabilize the 

organization because it includes promotion and functional movement. 

- Lack of information about the career path and its problems and ways of 

development 

- Lack of skill of managers in the management of workshops on the career path 

of employees to guide them and help them in the development of career paths 

- The lack of adequate budgets by most institutions to conduct research and 

studies on ways to plan and develop the career path 

- The ineffectiveness of linking career planning with individual and 

organizational performance and incentive system 

- Technology impacts on career planning and advancement opportunities as an 

organization that utilizes complex technology hampers technical professions.  

Otherwise,  the organization, utilizing a simple technology, enables the 

technical profession to move to another track 
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- Lack of manpower planning for the lack of a quantitative and qualitative 

forecast. 

- Restructuring the organizational structure of the organization, dispensing 

workers and increasing the turnover of workers. 

To avoid these constraints, the following can be followed (Jenny M. H et al., 

2011; McDonald et al., 2005) 

 - Training, education, experience and practical and scientific preparation 

 - Develop personal traits such as self-confidence and independence in 

decisions  

 - Attention to work, commitment, ambition and motivation for success 

 - Providing financial resources to invest in human resources in education and 

development. 

6. Factors influencing career planning for employees: 

Hong Ng, et at 2017 divided the factors that influence the choice of careers of 

employees, as follows: 

Self-motivation: 

It is the interior motivations of the individual and its psychological style, values 

and realization, which inspire a spirit of challenge within the individual itself. 

These motives are not influenced by external factors like rewards or work 

pressures. The consequences displayed that these factors have a positive and 

strong effect on the decision to select the career path of the individual. 

B. External variables: 

Based on something external that supports the individual to pay attention to the 

choice of career path, like reparations, the benefits offered by a particular job, 

job security, stability in work, as well as economic and social conditions 

prevailing in the surrounding environment. 

C. Effect of the three extremes: 

Family, friends, employment offices and their capability to assure the 

individual to choose his career path. As Agarwala (2008) has observed, parents 

have a strong effect on children in choosing their career path, where the father 

is the first to impact and the mother follows. 

D. Factors related to the provision of job information: 

Providing information about the job empowers the individual to create the 

prospective mental image of the job, which aids in the procedure of selecting 

the career track.  However, the absence of this information leads to the 

unwillingness of the individual. The best information that can be provided for 

the job is presented by the practitioners themselves as they reflect reality 

practically with this function. 

E) Demographic factors affect career choice: 
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Such as age, gender, social status and education (Barbara-I et al., 2017). Other 

factors support the person to select the career path, such as individual skills and 

abilities, as well as educational background and training (Agarwala, 2008). 

Search procedures 

       The aim of the present research is to identify the employees' competence in 

the fast food restaurants and to plan their career path. It describes the 

procedures of the field research to achieve the research objectives. It includes 

defining the research methodology, the research community, the research 

sample, the research tool, verifying its validity and stability, Results. 

Research Methodology: 

      In order to achieve the objectives of the study, I used the analytical 

descriptive approach: "The descriptive approach is concerned with the 

collection, classification and classification of data and facts; in addition to 

analyzing them in depth and in depth; it also includes some interpretation of 

these results; And to reach generalizations about the phenomenon under study 

Search community and design: 

     The research community consisted of McDonald's employees. The random 

sample was randomly selected from the employees of McDonald's in Saudi 

Arabia. The sample number was (164 ) individuals 

Search Tool: 

     After reviewing the previous studies related to the subject of the research, 

the researcher built and developed a questionnaire to identify the merit of 

workers in fast food restaurants to plan their career path. 

In order to obtain the necessary information from the sample items to answer 

the research questions, it relied on the questionnaire as a basic tool for 

collecting the data required to support theoretical research in the practical 

aspect of answering its questions and achieving its objectives. 

Description of the Search Tool: 

In its final form, the questionnaire contains (4) main axes that serve the purpose 

of the study 

The Validity of  the search tool: 

• Virtual Validity: 

After the completion of the questionnaire and the construction of its 

paragraphs, the questionnaire was presented in its initial form to a group of 

arbitrators, in order to ascertain the extent to which each of its paragraphs is 

related to the axis to which it belongs, the clarity of each paragraph and the 

correctness of its language formulation and its suitability to achieve the 

objective set for it. Ways to improve them by deleting, adding, reformulating or 

otherwise stating what they deem appropriate. 
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After the restoration of the court copies of the arbitrators, and in the light of the 

proposals of some arbitrators, the questionnaire was reworded. Some of the 

statements in the questionnaire were deleted and reworded, as agreed by more 

than 80% of the arbitrators. The questionnaire became final after verifying its 

veracity Consisting of (26) paragraphs. 

Validate the internal consistency of the search tool: 

• Verify the internal consistency of the resolution paragraphs 

The validity of the internal consistency was calculated according to the 

responses of the survey sample which reached (30) individuals by calculating 

Pearson correlation coefficient between the scores of each paragraph and the 

total score of the axis to which the paragraph belongs as in table (1). 

Table (1) The internal consistency of the paragraphs of the questionnaire 

First axis Second axis  Third axis Fourth axis  

No 

Person 

correlation 

coefficient 

No 

Person 

correlation 

coefficient 

No 

Person 

correlation 

coefficient 

No 

Person 

correlation 

coefficient 

1 .959** 1 .938** 1 .539** 1 .497** 

2 .886** 2 .978** 2 .557** 2 .548** 

3 .921** 3 .847** 3 .592** 3 .553** 

4 .936** 4 .933** 4 .566** 4 .608** 

5 .963** 5 .967** 5 .535** 5 .514** 

6 .893**   6 .690** 6 .568** 

7 .921**     7 .582** 

8 .940**       

from Table (1) we conclude  that the correlation coefficients of the paragraphs  

of the axis to which the paragraph belongs were all statistically significant at 

the level of (0.01). All correlation coefficients were high, indicating a high 

degree of internal consistency For the axes of the questionnaire  axis 

Calculate the internal consistency between the axes of the questionnaire 

The validity of the internal consistency between the study axes was calculated 

by calculating Pearson correlation coefficient between the scores of each axis 

and the total score of the questionnaire as shown in Table (2) 

Table (2): The internal consistency between the axes of the questionnaire 

Axis  Coefficient of correlation 

The first axis .792** 

The second axis .802** 

The third axis .653** 

The fourth axis .770** 
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Table (2) shows that the coefficients of the axis correlation were all statistically 

significant at the level (0.01). All values of the correlation coefficients were 

high, indicating a high degree of internal consistency. 

reality of the search tool: 

In order to calculate the reality of the search tool, the alpha-cronbach reality 

coefficient was found for the axes  of questionnaire . The results are as shown 

in Table (3) 

 

Table (3) Alpha cronbach coefficient of the study axes 

Axis No. of paragraphs 
alpha-cronbach 

coefficient 

The first axis 8 . 972 

The second axis 5 .952 

The third axis 6 .806 

The fourth axis 7 .719 

Total degree 26 .935 

From the table (3) we find that the reality  coefficients of the axes were all of a 

high degree close to the correct one, and we find that the value of the total 

degree of the coefficient of Alpha cronbach for the questionnaire as a whole 

came with a high value equal to (.935) The value to the validity of the 

questionnaire for the application and the reliability and reliability of its results. 

Describe the method of applying the questionnaire to the sample 

The researcher carried out the field research through the following steps and 

procedures: 

• Investigate the research problem of the research community by conducting a 

survey on a number of McDonald's employees and senior management who 

work in the field of fast food restaurants in Saudi Arabia. 

• Prepare search tools by preparing a 26-item questionnaire. 

• Verification of the validity and stability of the study tool on a survey sample 

(30). 

• Obtain a letter to facilitate the task of the researcher from the competent 

authorities. 

• Go to McDonald's in Saudi Arabia and start preparing for the field 

application. 

• After limiting the research community, the researcher applied the 

questionnaire himself to the sample members who agreed to participate in the 

research. 
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• Start applying research tools through the researcher to conduct interviews of 

the company's employees. 

• Questionnaires were distributed to the research community, identifying 

correct questionnaires, excluding damaged questionnaires, and the percentage 

of correct questionnaires was (82%)   of the total (200) questionnaires  

Consequently, the number of correct questionnaires represented in the study 

sample was (164) 

• Survey data were collected and entered into the statistical analysis program 

(SPSS) 

Statistical Methods: 

Based on the nature of the research and the objectives that the researcher 

sought to achieve, the data were analyzed using the statistical package for 

social sciences (SPSS) and the results were extracted according to the 

following statistical methods: 

1-  The averages and the standard deviations: to calculate the mean of the 

questionnaire expressions as well as the total scores of the points of the 

questionnaire based on the responses of the members of the research sample 

2-  Alpha Cronbach: to calculate the stability of the terms of the 

questionnaire. 

3- Range equation: To describe the arithmetic mean of responses on each 

paragraph and as follows: 

The degree of response is determined so that the score (3) gives a large 

response, the score (2) for the medium response, the score (1) for the response 

is weak, the degree of participation (direction) for each paragraph or axis is 

determined based on the following: 

Weak: 1 - 1.66. , Medium: 1.67 - 2.33, large: 2.34 - 3. 

First, answer the study questions and present the results: 

Question 1: "What knowledge and skills are associated with the field of 

work?" 

To identify the knowledge and skills related to the field of work were studied 

paragraphs of the first axis and determine the mean arithmetic and standard 

deviation and direction of each paragraph of the axis as well as the general 

average of all paragraphs of the axis as shown in table (4). 
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Table (4) mean, standard deviation and degree of approval of the first axis 

No  Paragraph  Mean  
standard 

deviation 
Degree  

1 I know exactly the tasks, duties and actions that my 

job includes. 
2.50 .712 

6 

2 I can accurately determine the steps of my job. 2.87 .401 1 

3 I know very well the organizational procedures for 

my job. 
2.48 .520 

7 

4 I can accurately identify the tools (equipment) that 

help me to perform my work. 
2.60 .615 

4 

5 I have the ability to deal better with any job updates 

(additional tasks, help tasks ... etc). 
2.58 .643 

5 

6 I have the ability to accept any circumstances that 

may be encountered in the performance of my work 

(hazardous sources, unusual circumstances, etc.). 

2.79 .732 

2 

7 I can offer new ideas for better performance. 2.40 .901 8 

8 I can plan well to do my job as required. 2.62 .534 3 

General average 2.61 0.62 

From the previous table we concluded that the knowledge and skills associated 

with the field of work came to a large extent. The general average of the 

paragraphs of this axis (2.61) and the standard deviation (0.62) and the general 

trend of paragraphs (large) The standard deviation of all the paragraphs of the 

axis of low value indicates the homogeneity of the opinions of the members of 

the research sample on these paragraphs.  

This indicates the importance of knowledge and skills related to the field of 

work. The most important of these were the skills (I can accurately determine 

the steps of my job.) with mean (2.87 ) then (I have the ability to accept any 

circumstances that may be encountered in the performance of my work 

(hazardous sources, unusual circumstances, etc.).) with mean (2.79) 

From the above we conclude that the employee must identify the knowledge 

and skills associated with his field of work in order to be able to perform his 

job to the fullest and enable him to overcome the obstacles faced(Cappellen 

and Jenssens, 2008) 

Question 2: "What is the effect of the worker's ability to use the necessary 

resources to perform his work?" 

In order to identify the worker's ability to use the resources required to perform his 

work, the second axis, the mean, the standard deviation, the direction of each 

paragraph , and the general mean  of all paragraphs were studied as table (5) 
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Table (5) The mean, the standard deviation and the degree of approval for the 

second axis. 

No  Paragraph  Mean  standard deviation Degree  

1 I use the resources available to me to do 

my job better. 
2.62 .624 

4 

2 I can specify the necessary information 

for my work. 
2.58 .701 

5 

3 I can analyze the information available 

to me in a good and good way in order to 

achieve better performance in my work. 

2.79 .422 

1 

4 I have the ability to make good use of 

available resources to cope with any 

changes in the procedures that I face 

while working. 

2.74 .541 

2 

5 I can identify the best available resources 

in a way that helps me cope with 

business problems. 

2.68 .763 

3 

General average 2.68 0.61 

From the previous table, we conclude that the worker must be able to use the 

resources required to perform his work according to the research community. 

The general mean  of paragraphs (2.68), standard deviation (0.61), and the 

general trend of paragraphs (large) The standard deviation of all the paragraphs 

of the axis of low value indicates the homogeneity of the opinions of the 

members of the research sample on these paragraphs. This indicates that the 

members of the research sample agreed to a great extent on the ability of the 

worker to use the resources necessary to perform his work.  

In the first order From the point of view of the members of the research sample 

(I can analyze the information available to me in a good and good way in order 

to achieve better performance in my work.) With mean  (2.79 ) then (I have the 

ability to make good use of available resources to cope with any changes in the 

procedures that I face while working.) with mean (2.74) and (I can identify the 

best available resources in a way that helps me cope with business problems) 

with mean (2.68) 

From the above we conclude that the ability of the worker to perform his work 

enables the worker to perform his work easily and thus leads to the efficiency 

and quality of the product (Skilton 2008) 

Question 3:" How is the relationship between colleagues at work? " 

To identify the relationship between colleagues at work, The third axis was 

studied, the mean, the standard deviation, the direction of each axis, and the 

general mean of all paragraphs, as shown in Table 6 below. 
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Table (6) mean, the standard deviation and the degree of approval of the third axis 

No  Paragraph  Mean  
standard 

deviation 
Degree  

1 There is an understanding between me and 

my colleagues at work constantly. 
2.78 .780 

2 

2 I accept constructive criticism from others. 2.64 .720 5 

3 I have the ability to continuously cooperate 

with my colleagues at work. 
2.68 .578 

4 

4 I can overcome any differences in views 

between me and my colleagues. 
2.80 .322 

1 

5 I have the ability to remove the differences 

that occur between my colleagues at work. 
2.75 .602 

3 

6 Join and work as a member of a team. 2.53 .822 6 

General average 2.70 0.64 

From the previous table we concluded that  the need for a relationship between 

colleagues in the work according to the research community The general mean  

of paragraphs (2.70) and the standard deviation (0.64) and the general trend of 

the paragraphs (large) indicated that the members of the research sample agreed 

on the importance of the relationship between the colleagues in the work. 

And in the first order  (I can overcome any differences in views between me 

and my colleagues) with an average of (2.80) then  (there is an understanding 

between me and my colleagues at work consistently) with mean(2.78) and (I 

have the ability to remove the differences that occur between my colleagues at 

work.)with  mean of (2.75) 

From the above we conclude the importance of good relations between co-

workers, which gives an incentive to encourage the performance of work 

(Shumba, A. & Naong, M. 2012).. 

Question 4: "How to plan for jobs you want to occupy in the future?" 

In order to answer this question, the subjects of the fourth axis were studied, 

the mean of the arithmetic mean, the standard deviation, the direction of each 

axis, and the general average of all axes were determined as shown in Table (7) 
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Table (7) mean , standard deviation and the degree of approval for the fourth axis  

No  Paragraph  Mean  
standard 

deviation 
Degree  

1 Planning for career paths contributes to the 

development of my abilities in proportion to 

the jobs I want to fill in the future. 

2.78 .401 1 

2 I assess my current abilities in a way that helps 

me develop them in the future to achieve my 

career goals. 

2.60 .642 6 

3 I know the promotion opportunities available 

in the company for the coming years, making 

me more capable of planning my careers. 

2.65 .612 5 

4 My current and future abilities are the basis 

upon which I plan my careers. 
2.58 .682 7 

5 I am constantly adjusting my career 

progression plan whenever required. 
2.68 .522 4 

6 My career planning makes me able to identify 

my future training needs. 
2.73 .422 2 

7 A performance assessment helps me in my 

planning of the jobs I want to fill in the future. 
2.70 .500 3 

General average 2.67 0.54 

 

   From the previous table, we  concluded that  The importance of developing a 

plan for the jobs that the employees wish to occupy in the future. The general 

mean  of  this axis (2.67) and the standard deviation (0.54) and the general 

trend of the paragraphs (large) The standard deviation of all the paragraphs  of 

the axis with  low value indicates the homogeneity of the opinions of the 

members of the research sample on these paragraphs. This is achieved through 

(the planning of career paths in the development of my abilities, including 

Suitable for jobs I would like to fill in the future.) With mean (2.78) , then  (My 

career planning makes me able to identify my future training needs.) with mean 

(2.73) and (A performance assessment helps me in my planning of the jobs I 

want to fill in the future.) with mean (2.70) 

From the above we conclude the importance of worker planning for jobs in the 

future, this encourages him to master his work and work maximum effort to 

reach the best work (Clarke and Patrickson, 2008) 

 

Second verification of the study hypotheses: 

The first hypothesis: There is a statistically significant relationship between 

the individual's knowledge of work skills and his ability to use the resources 

necessary for his work 
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To verify this hypothesis, the Person Correlation test was used to find the 

relationship between the variables and the results 

Table (8): Relationship between the individual's knowledge of work skills and 

his ability to use the resources required for his work 

  The worker's ability to use the 

resources necessary for his work 

Knowledge of individual 

work skills 

Pearson 

Correlation 
.865** 

Sig. (2-tailed) .000 

N 164 

 

The previous table shows that there is a statistically significant relationship 

between the individual's knowledge of work skills and his ability to use the 

necessary resources for his work. The level of significance is equal to (0.00) 

less than (0.05) indicating a statistically significant relationship. The correlation 

coefficient is equal to (0.865 ) Indicate a direct relationship between them This 

means that by increasing the knowledge of the individual skills of work 

increases the ability of the worker to use the resources necessary for his work 

and this leads to the emergence of work in the best possible way  as in 

(Sengupta, 2013) The results indicated that the merit approach is considered a 

key element in the development of performance to achieve competitive 

advantage  

The results also added that there is a strong link between the merit model and 

performance management as performance management is a strategic function 

of human resources management that helps the organization to achieve 

competitive advantage as (Tarawneh 2010) and the results confirmed that 

human relations have a strong impact on career planning, as it is one of the 

approaches to development and promotion within the organization. 

 

The second hypothesis: There is a statistically significant relationship between 

colleagues' relations in work and their ability to use the resources necessary for 

their work 

To verify this hypothesis, the Person Correlation test was used to find the 

relationship between the variables and the results 
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Table (9): The relationship between colleagues' relations in work and their 

ability to use the resources required for their work 

  The worker's ability to use the 

resources necessary for his work 

Colleagues in labor 

relations 

Pearson 

Correlation 
.722** 

Sig. (2-tailed) .000 

N 164 

The previous table shows that there is a significant statistical relation between 

the relations of colleagues in work and their ability to use the resources 

required for their work. The level of significance is equal to (0.00) less than 

(0.05) indicating a statistically significant relationship. The coefficient of 

correlation is (0.722) Indicate a direct relationship between them This means 

that with strong connections between co-workers, their ability to use the 

resources needed for their work increases and their appetite for work increases . 

The third hypothesis: There is a statistically significant relationship between 

the individual's knowledge of work skills and the planning of his functions in 

the future 

To verify this hypothesis, the Person Correlation test was used to find the 

relationship between the variables and the results 

 

Table (10) Relationship between the individual's knowledge of work skills and 

the planning of his functions in the future 

  Planning future worker functions 

Knowledge of individual 

work skills 

Pearson Correlation .876** 

Sig. (2-tailed) .000 

N 164 

The previous table shows that there is a statistically significant relation between 

the individual knowledge of the work skills and the planning of his functions in 

the future. The level of significance is equal to (0.00) less than (0.05) indicating 

a statistically significant relationship. The correlation coefficient is equal to 

(0.876)     Indicate a direct relationship between them  This means that An 

increase in the knowledge of the individual working skills increases his 

ambition and ability to plan his future jobs as in (Cappellen and Jenssens, 

2008) The results indicated that managers were interested in knowledge in 

order to develop their careers. 
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Fourth hypothesis: There is a statistically significant relationship between the 

worker's ability to use the resources required for his work and planning his 

future jobs 

To verify this hypothesis, the Person Correlation test was used to find the 

relationship between the variables and the results 

 

Table (11) The relationship between the worker's ability to use the resources 

required for his work and planning his future jobs 

  Planning future worker functions 

The worker's ability to 

use the resources 

necessary for his work 

Pearson 

Correlation 
.740** 

Sig. (2-tailed) .000 

N 164 

The previous table shows that there is a statistically significant relation between 

the worker's ability to use the resources required for his work and the planning 

of his functions in the future, where the level of significance is equal to (0.00) 

less than (0.05) indicating a statistically significant relationship. The correlation 

coefficient is equal to (0.770) Indicate a direct relationship between them This 

means that the greater the ability of the worker to use the resources necessary 

for his work, the greater the ability of the worker to plan for his future jobs as 

in (Pinnington ,2011) The results proved that the development of merit strongly 

affects the development of the career path of employees of this company. 

In view of the results reached, the following conclusions can be drawn: 

 The knowledge and skills associated with the field of work came to a 

large extent. The general average of the paragraphs of this axis (2.61) and the 

standard deviation (0.62) and the general trend of paragraphs (large) 

 The worker must be able to use the resources required to perform his 

work according to the research community. The general mean  of paragraphs 

(2.68), standard deviation (0.61), and the general trend of paragraphs (large) 

 

  The need for a relationship between colleagues in the work according to 

the research community The general mean  of paragraphs (2.70) and the 

standard deviation (0.64) and the general trend of the paragraphs (large) 

 

 The importance of developing a plan for the jobs that the employees wish 

to occupy in the future, where The general mean  of  this axis (2.67) and the 

standard deviation (0.54) and the general trend of the paragraphs (large) 
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 There is a statistically significant relationship between the individual's 

knowledge of work skills and his ability to use the resources required for his 

work 

 

 There is a statistically significant relationship between colleagues' 

relationships in work and their ability to use the resources required for their 

work 

 There is a statistically significant relationship between the individual's 

knowledge of work skills and the planning of his / her functions in the future 

  There is a statistically significant relationship between the worker's 

ability to use the resources needed for his work and planning his future jobs 

Search recommendations: 

In light of the results of the research, the following recommendations can be made: 

• Define the worker with the tasks and actions that must be performed 

• Encourage employees to provide new ideas and work to support them 

• The resources available for the functioning of the worker should be made 

available 

• Encouraging staff to work in team spirit 

• Encourage employees to establish relations between them and work to 

exchange visits among themselves 

• Employ employees for jobs that fit their abilities 
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