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[bookmark: _Toc58343527]Introduction
The current situation carried out a huge impact also on economy and business world in 2020. Lots of people become unemployed and the biggest part of the employees had to work from home .People had to learn how they can focus on job from home office , having online meetings, conference calls ,or for key workers special equipment  -face mask or face shields-  (Meenakshi K. , Neha G. 2020 )
[bookmark: _Toc58343528]Concept and drivers of employee engagement
The current report focus on the engagement in workplace . What is employee engagement? Based on Maslach (2001) definition,  to engagement is ‘A positive, fulfilling, work-related state of mind that is characterized by vigour, dedication, and absorption’. Employee engagement had been firstly defined by William Kahn (1990)  Kahn defined engagement as “the harnessing of organization members’. Engaged employees are energetic in work place , more motivated . Kahn believed engagement has 3 dimension : meaningfulness, safety, and availability (Yogendra B, 2014 ) . 
Employee engagement directly impact on the organization achievement .Businesses with committed employees more satisfy and productive . Workers are more motivated and this increase more attendance in workplace ,  more loyalty, positive atmosphere . Organizations with these listed examples are more prosperous and profitable (Antony , 2018 ). 
Employee involvement is a working environment strategy that gives everyone in an organisation the right conditions to make their best possible every day, committed to the goals and ideals of their organisation and empowered to contribute to the success of their organisations with an improved sense of their own well being. The engagement of employees is focused on faith, honesty, two-way commitment and contact between a company and its members. It improves business success opportunities and contributes to corporate and individual performance, quality and well-being (Antony, 2018). 
[bookmark: _Toc58343529]Drivers of employee engagement
The drivers of employee engagement are:
Self-government
In encouraging people to do their best, this driver play an especially important role. The resistance to micro-management, the self-sufficiency of staff, makes it possible for employees to decide about the best way to do their job (Gupta and Sharma, 2016). As workers are much more likely to feel involved in the business and its position, provided the freedom to choose how to spend their time and where to apply their expertise.
Equity
This driver reveals a variety of important measures: how workers feel at jobs, how they think about the benefits earned and how they assess the appreciation shown by management and colleagues. This driver represents many important indicators (Barik and Kochar, 2017). Leaders should be aware that workers are continually contrasting their job conditions with others, so clear goals must be set and incentives must be regularly met.
Return
Adequate and useful feedback helps workers understand how they live up to standards, where they are most effective and how they can improve. Constructive feedback can also improve employee-manager relationships and not only affect engagement ( Antony, 2018 ).
Support for the goal
If workers are willing to accomplish their objectives or is there a lack of encouragement and distractions that prevent significant milestones from being reached then, the measurements of target support that determines whether or not workers obtain the support required to succeed at their jobs answer these questions and others like them (Antony, 2018 ).
Availability of leader
This driver tests the accessibility, visibility and readiness of his representatives. If employees feel that leadership is not connected or made accessible to people at work, they could start to doubt motives and challenge high-ranking business decisions (Dutta and Sharma, 2016). Without engaged leadership ,difficult to engage the employees . Very important the leaders communication skills , because with this employees can feel honest and transparent ( Antony, 2018 ) .
Work- life balance 
Very important for the employee’s health and wellbeing . Stress level can make a huge impact on the work place also. Employees with less stress can be more productive and engaged for them job . If the workplace has conductive atmosphere , can keep the talent ( Michael A, 2019).
Growth of the profession
This catalyst relates to the presence of growth opportunities by managers and leaders who promote the professional advancement of their employees. In addition to having the right tools, it is also necessary to enable teams to use these opportunities.
Mental Protection 
Employees must have faith that their work can be achieved without fear of negative effects on themselves, their status or their future. When employees work in an atmosphere in which psychological safety is not there they can handle perceptions and negativity in a way that makes no significant contribution to their company (Popli and Rizvi, 2016).
Clarity of functions
When workers know clearly what their responsibilities entail, they can clearly link how companies are influenced by their everyday tasks. The provision of sufficient clarification of responsibilities for workers would ensure they function effectively with focus and purpose.(Theresa M. Welbourne , 2020 )
Relationship with the Manager
Managers have a significant role to play in how people feel about their work making the relationship between employee and manager a key dynamic. This engagement driver provides a description of an employee's relationship to its boss, which explores appreciation, input and fairness.
Remaining.
It is one thing to have paid time off as part of the compensation package, but workers still have to feel like they can genuinely take time off if necessary. If workers feel guilty or feel the need to be "always on and accessible without working hours, they may suffer from dedication. Rest must be an acknowledgement of leaders and inspire workers to get there (Haddud, Dugger and Gill, 2016).
Values shared
Shared beliefs at work mean that workers and their colleagues share similar behaviours and ideals at work. It may lead to creating a sense of fellowship and shared concern. This driver illustrates also how the personal values of an employee fit with the business and the job they do.
Usage of the framework
This driver shows how much a company feels like workers use their skills. The extent to which workers believe their everyday activities make good use of their experience and expertise has a direct effect on their level of commitment. Managers need to periodically review roles and responsibilities, particularly as they grow and learn new skills in order to ensure that workers are properly used. (Theresa M. Welbourne , 2020 )

[bookmark: _Toc58343530]Diagnostics tool to measure employee engagement
How employee participation is measured is:
· Surveys of employee participation
· The best way to see if workers are committed is to ask them. For various businesses, from the biggest multinational companies through to smaller creative companies, the staff survey is the diagnostic method of preference. It could discuss various ideas about how workers feel about the company and its role in it including:
· How loyal does an employee to the view of the enterprise and what they believe in
· If you are prepared to go for the company
· What they believe is a team player and if this is in line with their own actions
· The degree of pride an employee feels for the organisation they work for
· If an employee feels the organisation they're working for will perform best

[bookmark: _Toc58343531] Examples of commitment measures in use at present
For these measurement , Gallup (1901) made  a very popular system , how the organization can check the employees satisfaction .Gallup spent years to set up a question list system , where the organization can clearly see how them employees are engaged with the job . Its been called Gallup Workplace Audit ( GWA) (Beverly &Philip L. , 2006 ) 
 Gallup Workplace Audit - Twelve questions answer concerns such as the perception of what needs to be understood and celebrated.
[bookmark: _Toc58343532]Job satisfaction vs. employee dedication
In this method, it is crucial to ensure that you calculate the right definition. Job satisfaction is also related to employee dedication. But the variations between the two are a subtle but significant one. Employees should please themselves at their job but cannot make a contribution that demonstrates that they are not involved in terms of creativity, creativeness and productivity. Although dedication can predict satisfaction and other business results, satisfaction is often not directly linked to business results and success. Feedback from the surveys offers employers useful perspectives that allow them to comprehend and evaluate their participation. This input will only continue to lead to change until this feedback is applied. The findings of this survey will thus be translated into action as a key element in improving engagement levels (Hamstra, Van Vianen and Koen, 2019).


[bookmark: _Toc58343533]The modern definition of Employee Value Proposition
Based on Christopher N, Krishna, Aiswarya (2019)report , Employee Value Proposal is an environment in which workers can gain, appreciate and reach their full potential. The main distinction here is that EVP should not be seen as a two-way transaction, but as a full spectrum of employer services that improve employee participation and bring out the best in employees.
On CIPD map EVP have been described  as “a clear picture of what your organization stands for, offers and requires as an employer” (CIPD, 2017)There are five main components to be used by your EPP:  rewards, opportunity, organization, work, and people. . The rewards area includes premium  and non-wage benefits system, average between the salaries of the employees , differences between the salaries between hierarchy . The opportunity for development area includes  staff trainings, how many hours the employees need to complete , which kind of trainings for which employees need to  conclude .The organization area give  information about product or service quality, show the actual position in business market, keep record about how many new employee in the organization. In  the work area we can find the  employment contracts, statement of health and safety qualifications for  all employees, work-life balance activities, information about employee promotions and hierarchy position . The people area includes are: manager quality, co-worker quality, communication and relations with co-workers, code of ethics, sharing knowledge and mentoring. Creating EVP need to have business strategy and expectation from employees.( Anna Bagienska, 2018 )

[bookmark: _Toc58343534]Conclusion
Based on my previous assessment ,about the  chosen organization -McDonald’s – we already had a clear view about motivation strategy . How the fast food company encourages their employee to achieve the well set  goals . The management set up smart targets , such as serving time for each customers . HR help to find the best talented candidates for it .McDonald’s also send out in every 2 weeks a question survey , and with this  HR can monitor how satisfied the  employees with the actual system .
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 A good EVP will differentiate you from the rest in the race for top talents. Today, workers are looking for a better workplace and great work experience. Organizations that understand this and influence it in their recruiting strategies are likely to be attractive top-level employers.
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Welcome to your NEW Love to Listen sentiment survey.

We have partnered with Service Management Group (SMG) to administer the Love to
Listen sentiment survey.

We have really valued the feedback that you have given us over the past few months and
it is so important that you continue to tell us how you are feeling.

Please could you take a couple of minutes to review and answer a few questions as we
have made some changes to the questions.

This will really help us to ensure that we are best placed to support you in the coming
weeks and months.

Please be assured that your responses are completely confidential - SMG will not reveal
your identity and your responses will be combined with the responses of others before
results are shared with McDonald’s.

SMG Terms of Service SMG Privacy Policy





