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1. 
There are many different definitions about employee engagement but the CIPD (2014) describe employee engagement as a ‘combination of commitment to the organisation and its values plus a willingness to help colleagues’ the definition highlights that the ‘discretionary nature of engagement cannot be assumed employees will not automatically be engaged. 
The CIPD believe that employees who have good quality jobs and are managed well, will not only be happier, healthier and more fulfilled but are also more likely to drive productivity. (CIPD,2014)
There has been a large focus on employee engagement over the last decade. The CIPD believe that people should pay attention to the following:-
· Fair treatment of employees and support their wellbeing 
· Empowering employees to shape their jobs 
· Effective changes for employee voices 
· Good people management skills 
· Performance management systems that motivate and opportunities for professional development  
The CIPD (2012) identifies two types of engagement:-
· Emotional- Emotional engagement is defined as someone who has an ‘emotional attachment to one or more aspects of their work’
· Transactional – Transactional engagement is described as a person who is ‘happy to exhibit the behaviour of engagement but will not commit to the job or the organisation and are willing to leave if a better offer appeals elsewhere. (CIPD,2012)

2. Having values within an organisation is extremely important as they help people to grow and develop. As every member within the organisations involved in making many different decisions which reflect on the organisation. 
An excellent example of good HR leadership within an organisation is B&Q. B&Q show high levels of employee engagement and this is reflected by its employees. B&Q is the UK leading do it yourself store and garden centre retailer and it’s nearly twice the size of its competitor. B&Q employs around 23,500 employees across 350 stores.
B&Q was the first retailer in the world and the only non us company to win the ‘Gallup worldwide award for outstanding employee engagement’. B&Q has now won this prestigious award for the last 5 years in a row.
B&Q are known for having 5 main value statements that explain ‘How we do things’:-
· Customer first 
· Down to earth 
· Respect for people 
· We can do it 
· Nobody does it better 
These five values show exactly what B&Q stands for both internally and externally. The employees of B&Q translate these values in their everyday work.
B&Qs recruitment campaign is extremely well known for its diverse workforce. B&Q state that ‘B&Q customers come from everywhere, so it helps if B&Q employees also come from everywhere’. 
In 2006 B&Q became one of the only two retailers to make ‘The Times’ top 50 places where women want to work. B&Q is also known for its reputation of having an older workforce. In 1989 B&Q employed a larger number of staff who were over the age of 50. This experiment showed that productivity levels increased and the sales figures also rose as a direct result. Today over 26% of B&Q employees are over 50 with the ages of its staff members ranging from 16 to 95. As an employer B&Q are obviously doing something right if the majority of its employees are past retirement age and are still continuing to work. B&Q clearly value there staff.
As a result of B&Qs excellent employee engagement the personnel director Mike Cult claims that the company could save ‘Tens of millions of pounds’ over the next few years. B&Q has already estimated that they would save £2.5 million just by retaining its staff.  
As a result of excellent employee engagement levels B&Q have seen a dramatic decrease in the amount of staff and customer theft within stores. 
B&Q has seen their staff training budget increased by 60%. This shows that B&Q want to invest in their staff and improve their knowledge so that they can gain promotions or so that they can just increase their skill set. 
The drive for B&Q to drastically improve their employee engagement levels was in 2005 when sales levels dropped dramatically. B&Q then made a decision to make employee engagement essential. As a result of the dramatic decrease in sales every employee of B&Q was measured on their performance. After thus there was a restructure and B&Q then enforced their values on all the staff. By 2008 B&Q employee enjoyment levels has risen by 60%.
This shows us that B&Q really do care about their employees and believe that if the employees are engaged in the workforce the sales levels will increase and everything else will follow through. 
(Taylor and Woodhams 2016)





Q3.
Employee engagement is a vital dimension of HR strategy and practice as it empowers individuals and ensures that they are working to their full potential within the business. (UltraHRconsultants.com, 2016) According to Taylor and Woodhams (2016) there are a number of factors linked to employee engagement which are:-
· Employee trust within the management 
· Satisfaction with the work its self 
· Satisfaction with the involvement of decision making at the workplace 
· Quality of relationships between management and employees 
· Satisfaction with the amount of pay received 
· Job challenge 
· Satisfaction with the sense of achievement from work 
Taylor and Woodhams (2016) see the above factors as a major importance of policy and practice which then creates good relationships between management and employees within the workforce. 
According to the CIPD (2014) ‘Employers want engaged employees because as well as being happier, healthier and more fulfilled they deliver improved business performance’. A study by Towers Perrin 2007/2008 Global Workforce study (2009) demonstrated the link between high engagement and high performance. The study observed 50 global organisations over a year period and found that organisations with high employee engagement levels benefited from a 19% increase in income whereas organisations with low employee engagement saw a 32% drop. 
There are many benefits of increased employee engagement:-
· Increased employee safety 
· Better employee Health and well-being 
· Happier Employees 
· Greater Employee satisfaction 
· Higher retention of staff 
· Employee Loyalty 
· Better customer service 
· Greater productivity 
Research by the CIPD (2016) shows that engaged employees perform better than employees who are not engaged. Increased job satisfaction and a positive attitude towards work can benefit both the employee and the employer. The CIPD (2016) believe that employee satisfaction can be viewed as a commitment to the organisation and the organisations values along with a willingness to help other member of staff. 
Q4
To understand the key sources of employee engagement data you must first understand the business and figure out what the business is measuring for example employee engagement. First of all it’s important to understand the business values and why they matter to the organisation. Understanding the organisations values will help to create questions for the organisation to ask its employees this will gauge what the employee engagement levels are like. The data must not be related to things like staff turnover levels and the organisations profit.
According to HR Magazine (2015) the yearly engagement survey is now no longer relevant due to new technology which means that employee engagement can now be a daily thing. Measuring employee engagement levels in most organisations is done by a yearly staff survey which asses how staff feel within their roles. HR magazine (2015) believe that employees can use new technology such as apps and devices to capture engagement levels in real time.
In order to be able to get all staff to engage and to participate the organisation needs to find the right system/ platform to engage with staff. This could be through staff surveys online, social media, email systems or even paper based surveys. However online systems do work better as they allow data to be collected and stored and the information can be accessed from anywhere at any time. It also allows means that employees can access the survey from anywhere regardless of leave of absence from work. Organisations must spend time colleting the data and getting employee feedback. Employees must make sure that they are gathering the right information and must make sure that they have a timeframe for employees to complete the survey by
After the data is measured it must be measured accurately so that organisations can see if they have met their goals that they set to find out.
A staff survey seems to be the most popular choice with most organisations however some organisations have chosen to use a 360 degree feedback tool. 360 degree feedback forms are known for diving development, productivity and engagement with in organisations. It highlights where development id needed and gives managers real-time reports with improvements for each team member if needed. (HR Analytics,2017)
In the NHS in Wales to measure employee engagement we use an online staff survey to measure employee engagement levels across all levels of staff. Staff have 1 month to complete the survey. The survey is then looked at, at executive level and if necessary changes are then implemented. The NHS survey is then published and employee engagement levels are compared against each health board in Wales. 

Q5
David Macleod believes that employers need to create the right environment so that engagement can happen within the workforce. David Macleod talks about the four key enablers to what he believes leads to successful employee engagement.
1. Create strategic narrative- David Macleod (2011) believes that the organisations story needs to be communicated to all employees at all levels so that they can see how the work that they produce fits in with the organisations goals. David believes that all employees should be involved with the bigger picture so that they can see how they are making a difference to the organisation.
2. Engage Managers- David Macleod (2011) suggests that in order to have an engaged workforce the management must first be engaged in order to engage the wider workforce. Employee’s motivation and engagement will depend on how they get on with their boss and team. According to David Macleod (2011) managers that are engaged focus their team and enable them to get the job done, they treat their team members as individual people and coach and nurture people. David argues that if managers build good relationships with their staff, the staff will then make a bigger contribution to their work as they will feel valued. 
3. Give Employees a voice- According to David Macleod (2011) ‘communications are very important but what matters is, Do you listen?’ Listening to employees is vital in giving them a voice. If employees feel that their managers are listening to them they are more than likely to highlight problems before they go wrong. Employees who feel able to raise their concerns will also feel like they are able to share ideas and suggests ways to improve things within the organisation, this would increase employee engagement in the workplace.
4. Make sure there is organisational integrity- According to David Macleod (2001) he believes that if an organisations values that they have in place are not reflected in a day to day setting by both managers and employees then the values will not be trusted by the organisations employees. 
David Macleod (2011) believes that if managers follow these four steps they will provide them with a strong foundation to increase employee engagement within their organisation. 
Q6
Currently during a time in the UK where businesses are facing uncertainty due to Brexit employee engagement could see a low as employees are worried about their futures within the organisations which they work in. However according to Taylor and Woodhams (2016) employee engagement levels could rise as employees will be thankful to still have jobs and will work harder to keep them. Purcell (2014) believes that ‘It is not sensible to abandon employee engagement and disengage from it’ suggesting that there is a need for further research into engagement. Purcell (2014) is supported by Truss et al (2014) who has identified seven key questions for further development of employee engagement in the future:-
1. What is engagement?
2. What is the link between engagement and Human resource Management/ development?
3. How can employee engagement strategies be evaluated? 
4. How is engagement related to its wider internal and external context? 
5. How does engagement work at a group or team level?
6. How does engagement interact with diversity?
7.  How is engagement understood from a more critical perspective?
Truss et al (2014) has proposed that these seven questions can enable development for further research into engagement in the future.  (Taylor and Woodhams, 2016) 
According to Taylor and Woodhams (2016) employee engagement is here to stay but has a long way to go as engagement is fast moving. According to the Office or National Statistics the unemployment levels in the UK has fallen to 1.44 million and the number of people now working is increasing sharply and the demand to keep employees engaged is growing in order to retain staff. 
Taylor and Woodhams (2016) believe that giving employees a voice will play a huge part in the future of employee engagement. According to Benson and Brown (2010) giving employees an opportunity to express their concerns and to influence the actions of the management and gives employees involvement and participation within the organisation. The CIPD (2011) highlights the following benefits of employee voice:-
· Having more influence over their work 
· Higher job satisfaction 
· More opportunity to develop skills
· More job security if their employer is more successful as a result of ‘voice initiatives’
The future of employee engagement will depend on the demand on the developing workforce and the changes to the work place. 
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