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Introduction

In this project, I choose to write about McDonald’s, The most significant chain of fast-food restaurants globally. The business started in 1940, with the first restaurant opened by Dick and Mac McDonald’s in San Bernardino, California. Their target is to ensure that everyone is welcome, comfortable and secure at every interaction because they promise to deliver a fair treatment for all (McDonald's, 2022).
Mcdonald’s culture promotes flexibility, development, and opportunity to grow in the business. The big focus is on sharing the positivity at work and all the staff to enjoy coming to work – Happy employees are helping to make happy customers.

Review the concept and drivers of employee engagement

Employee engagement is a work environment methodology follow-on in the correct situation for all the company staff to provide their most extraordinary time commitment to their organisation's aims and ethics motivated to contribute to the company's achievement.
Employee engagement is built on trust, honesty, commitment and communication between the company and their staff. It is a method that improves the chances of the company's success, which contributes to the association and individual implementation and productivity. This can be measured. It's going from bad to excellent. Also, it can be designed and grow dramatically - It may be lost and discarded.
Employee engagement in their business is more productive, motivated, devoted, and determined to see the business prosper. Engagement can be observed as having three mechanisms:  motivation (the power that strengthens targets and endures behaviours) and commitment (the ability of a people to identify with the contribution to a company), and organisational citizenship behaviour just as much unmistakable beneath) (Armstrong, 2014).
[bookmark: _Hlk103020094]Employment or Workplace engagement is also correlated with job satisfaction. These components of engagement are taken into account below – Figure 1.
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Source (Armstrong, 2020)
Figure 1 – three circles represent motivation, commitment and Organizational citizenship. The intersection of these circles is engagement.
To do something about engagement, it is necessary to understand the affected factors. 
Driver to employee engagement can be:
· Job challenges can take place when the requests and responsibilities are too high
· Autonomy – the freedom allowed to the staff in scheduling their rota
· Variety – enable the team to perform in a different activity or use other skills
· Feedback, give the employee a piece of clean information about their performance
· Opportunities for development helped the staff to grow in the business 
· Reward and Recognition.
 Employee engagement cannot be reached with a mechanical attitude that tries to retrieve the optional effort by handling the employees' commitment and emotion. Employees see it through these attempts very quickly and may become sceptical and disappointed.
	McDonald's trading refurbishment was accelerated by
concentrating staff concerning the top five standards of the employment engagement no as the five critical elements that have the excellent customer experience to which it's appreciation from a strategic perspective. Motivation is a significant focus within the organisation.
 McDonald's also incentivises and provides support for the 
needs behaviours through two bonus schemes:
· Every single month, all staff at top 10 restaurants, built on secret customers score, receive a bonus
· The managers are qualified for a quarterly bonus built on the following targets: mystery shopper scores, sales growth and profit.
This bonus strategy is associated with the business goals and has been the key to improving the company's eight successful quarters of sales growth during the COVID-19.
Benefits to support employee engagement, which with this structure help to achieve the target:
· Holiday pay: if the staff works full time, he will receive 28 days of holiday pay per year. Working part-time and a holiday would be calculated based on a pro-rata.
· Discount adds prominent High Street retails - all the employees would receive discounts.
· Pension scheme, all staff, would be automatically curly enrolled in their pension scheme
· Flexible schedule, McDonald's is aware that the work-life balance is essential to everyone. Therefore, employees can request their program to be a benefit for the company and themselves.
· Free meal during shift - all the staffs receive a complimentary meal during the shift
· Service awards. To celebrate continuous service, McDonald's rewards with the retail gift vouchers of £75 for five years of service and up to £1000 for being a 30-year service.
The company believes that opportunity is for everyone; if the staff wishes to learn and grow into the business, they will have a chance no matter how long they have worked. 
	McDonald's has over 45 million developing people for training and development. Every employee working may participate in different parts of training, whether it's customer service management or teamwork. The staff can achieve qualification with one of their programmes,  such as the Student work experience programme, Apprenticeship programme, Management degree apprenticeship programme, Progressive young farmer.
	Recognition scheme:
· the employee of the month for each restaurant
· the employee of the quarter for each restaurant
· the employee of the year national winner
· Ray Kroc award for the best restaurant manager
· Restaurant of the year.
McDonald's won the Employee Benefits Award in 2012 for the best support of benefits to the company's strategy and since then has guaranteed it never lost its focus.
	The personal defence to stimulate employee engagement is the manager. They are intermediaries between hall members and the employee.

Evaluates diagnostic tools to measure the engagement

Employee engagement depends on many factors, from culture, communication and management quality to trust, respect, leadership, and company reputation. HR and the directors have a key role in the success of a company's employee engagement program.
	To build a culture of engagement, HR is expected to take the lead away in the layout, quantity and appraisal of an affirmative work policy which helps attract and retain the talents with skills and abilities necessary for growth and development.
	The managers play a decisive part in employee engagement, creating a relationship based on respect and trust, sharing the company culture and values, and customising expectations daily.
	Attempts to measure the engagement level of the workplace may seem complicated, but the traditional way that the company is using - the employee survey can bring significant data. 
	Employee surveys may be used as analytical tools. This is an official method of getting the view of the employee on such matters as their work, pay, how they are have being treated, their own point of view about managers and the company, the opportunity for the learning and development, also working environment and facilities.
	Another tool to measure the engagement is to organise one to one meetings with the employee, to help the business to understand and find what they can do more to improve employee engagement and productivity. 
 	However, the appraisal is an excellent tool to help the team understand the goals and targets they need to achieve and what they need to improve. The staff and the management have already had three but for month reviews at Mcdonald's. The payment increase would be reviewed every year based on that appraiser.
	Recognition and employee rewards are the best way to make the team fill respected and motivated to give the best for the business. However, these have a direct impact on the employee's engagement.
	Employees are leaving the company at various times; as a manager, you need to know why. That's why the exit interview help to understand what you could have done differently and which areas you need to work on to improve employee engagement.
	Vital health care insurance was classified as an essential employee benefit. The reality is that the insurance is costly. However, this is an investment that employees would stay loyal to the company.

Construct an employee value proposition  from the idea and analysis previously covered, including strategies to raise levels of engagement
	An employee values proposition is about more than a straightforward value statement; it's a brand image and communications between employees and the company for which they work.
	The employee value proposition must not be confused with the company account's, fundamental values or culture.
	The distinction between an employee value proposition( EVP) and the brand is that EVP Is internal, and the brand is external.
	The brand is the company's look that shows to the outside world as an employer. Meanwhile, the employee value proposition is the company's impression of the employee.




The engagement pyramid
· Salary represents survivability. The employee's salary needs to meet their living needs. 
· Environment, the company, needs to provide culture and values, a positive atmosphere, and a comfortable workplace.
· Benefits are offered to all employees regardless of the performance
· Reward and Recognition encourage outstanding performance and target positive behaviours
· Communication and Education- Self-motivation
· Consistency creates a brand and encourages business.
Mcdonald’s volume proposition: McDonald's represents friendliness, cleanliness, consistency and convenience.
McDonald's value proposition would have included:
· Convenient convenient location
· fast and efficient service
· quality menu items
· unique products such as Big Mac
· good value and pricing
· appropriate for all ages.
The first requirement is to keep the employee out of the shade to encourage employee engagement. Although the company is mysterious and lets slip information on a need-to-know source, it will probably affect the lowest attention along with their employees. Clarity creates trust when employees get to know how the choice will affect the work.
The real meaning of the value proposition is to offer buyers a good feeling of becoming a customer of your brand. However, the offering has value quality attractive to specific customers in a destination market.

Conclusion

 	 Employee engagement is the power of the spiritual and emotional relationship the workers feel on the way to their place of work.
	The significance of employee engagement can not be overstated- employee engagement has been shown to reduce staff turnover, increase productivity and performance, develop customer services and customer loyalty and offer above-average profits.
	 The best solution to enhance employee engagement to COVID 19 is to demonstrate that the company cares about its employee.
	Every new generation of workers wants significant work, and the generation to take over the labour force now is no exception. However, there's a difference of opinion between recent and earlier generations in their commitment to leaving jobs that do not deliver any meaningful experience.
 For a company to be a competitive employer for the best people, it will have to show outside and prove that superior employee engagement has become a necessity-have. Either way, commitment works no more than in the other two-way. If you don't enthusiastically work to maintain values and priorities, such as the business can not expect the member of staff to get involved in the care about the company.
The better the employee is engaged, the excellent the organisation's quality will be.
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