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Introduction
This report provides and insight into the relationship between employee engagement and morale within the workplace. Nowadays more than ever, companies all over the world have the possibility to act more competitively. It has come to the realisation that productivity and a strong workforce are fundamental factors of a successful company and therefore companies must aspire to maximise both. Senior consultant for Career Systems International, Lynn Cowart claims that “Employee disengagement is the single most important factor in declining productivity.” (Cowart, L. 2014) From this, we can assume that the reverse of Cowarts words are also true, employee engagement is the most important factor in increasing productivity.
The environment in which a workforce operates has become increasingly important, “By creating a positive, safe and healthy environment for employees, you can increase morale…and in turn, positively impact your business.” (Fit for Work, 2015) With the raise in awareness of the importance of a good workplace environment, this report allows a broader understanding of the topic along with primary research gathered to further support the idea. The use of professional theories and interviews conducted of 2 employees of multinational companies, will be used to demonstrate the gravity of employee engagement and morale within the workplace. 
A thematic analysis approach was used to identify patterns and develop appropriate codes (Boyatzis, R. 1998) Thematic analysis allows the researcher to identify developing themes within the qualitative data that has been collated, it is one of the most commonly used methods of analysis within qualitative research and therefore making it a reliable method of analysis to adapt as it is used on a global scale by many researchers in different fields. 
Procedure
Qualitative research was used as the main research method to congregate data for this task. The primary method of data collection was interviewing participants who would have sound knowledge or experience on the field of employee engagement. Simple requirements for the participant were that they have had a job/s for an extended period of time and therefore were able to give credible feedback on their personal experience on the matter. 
Qualitative research was notably formulated due to the opposition of the quantitative research methods in the 1970s due to the many flaws in using solely quantitative data as a research method. Some of these flaws include “the need to observe what happens rather than rely upon respondents’ accounts in formal interviews or questionnaires, the danger that quantification results in the meaning of central concepts being lost…” (Hammersley, M. 2013) In other words, qualitative data is used to give more contextual feedback that can be applied, rather than figures. German philosopher Wilhelm Dilthey, with support from famous sociologists Max Weber and Georg Simmel, used the term ‘Verstehen’ which can be translated to “to understand or to interpret”. 
Interviews were conducted as they are useful to obtain detailed information about personal feelings, perceptions and opinions. (Evalued, 2006) Interviews are an advantageous method of data collection as they allow issues to be investigated in depth and also they are intimate enough so that the participants are willing to be completely honest with the interviewer, which is sometimes not the case in other methods of data collection e.g focus groups as participants could feel embarrassed. 
Data Presentation and Findings
The aim of the research conducted was to find a link between employee engagement and morale within the workplace. To allow this, the same carefully constructed interview questions were given to each participant to gauge a better understanding on how they were affected. When transcribing and analysing the data gathered, particular themes became more evident after some questions were asked. Although the responses from each participant were different, there were still recurring themes. 
One question asked employees if they felt valued within their work place and if so, how do they feel valued? 
	“I would say I definitely feel valued in work, they have provided me with many qualifications and training that allow me to do my job as good as possible. The managers always provide feedback and they are easy to talk to if I ever have any questions.” (Participant 1)
	“Yes, they have sent me on courses which teach me new skills and gain me more experience. It’s as if they want what’s best for me despite the fact that I could leave the job next week if I wanted. The management look after me and very often praise me when I have done a good job.” (Participant 2)
It is clear to see that there is a theme occurring where the participants were made to feel valued when they felt that their employers were investing in them as a person and providing them with qualifications- even though this will cost more money for the business. Another theme which occurred was receiving praise from their employers/ management. This again would link with the theme that they are valued by their employers and therefore are likely to work to their best ability as they want the company to perform well, as well as themselves.
Additionally, participants were also asked if they feel that there is a link between employee engagement and morale within the workplace. This question was considered to be of great importance as it covers the basis of the research. 
	“100%. There are some bosses who don’t really care about their employees and they just give them instructions and make employees follow them word for word. It doesn’t allow the person to be creative nor does it make them feel like the management care about them. I want to perform to the best of my ability to help out my bosses and when they talk to me, and ask for my opinion on something or praise me, it makes me feel much more satisfied and the same goes for all of the colleagues also I think.” (Participant 1)
	“Yeah I would say so. If you are included in decision making and stuff then you will feel more valued and will be much happier in the workplace and motivated to work.” (Participant 2)
Both participants agreed that that there was a massive link between employee engagement and morale within the workplace. They felt that employees are a lot happier to work for someone when they feel that they are truly valued by the employer and that their opinions/ thoughts matter. 


Conclusion
In conclusion, after conducting the primary research of interviewing three participants and gaining a further understanding of their personal experiences and opinions, it is clear to see that all of the participants agreed that when they felt more valued within in organisation and they were engaging with management then they felt there was a better morale in the workplace which would lead to better productivity. Although the findings from the research undertaken would support the fact that better employee engagement leads to better morale and productivity, it is not possible to fully conclude that this is the case. Qualitative research is not simply a set of techniques but a theoretically driven enterprise, different from but complimentary to quantitative data (Silverman, D. 2016) Despite being a very useful research method, qualitative data does have some flaws as findings are often subjective and open to interpretation. This means that when done on a larger scale, there could be slight discrepancies in data collected as participants will perceive questions differently. Whereas with most quantitative research methods, there will be a set of possible responses making it easier to create visuals to aid in understanding e.g Pie Charts, Bar Charts. Thus, we can agree with Silvermans statement that qualitative and quantitative data are complimentary to one another and to give the most credible results, both should be used in conjunction with each other. 
Furthermore, when a person reports or evaluates qualitative research, it is important to assess the findings for plausibility and believability. (Byrne, M. 2001) It is possible for questions to be leading and can cause the participants to unwittingly agree with what the researcher wants and therefore resulting in a lack of credibility of the research. This could also give bias towards the researcher and disturb the validity of the research. In order to prevent this, no leading questions were used and participants were assured that all responses were used purely for research matters and hence honest answers were required.  Another limitation to using interviews as a research method was that they were time consuming to transcribe and participant availability could be an issue. This limits sample size and therefore could alter the results of research. Usually, the larger the sample size- the more accurate and reliable the data as it counts for a larger percentage of the populati
Choosing interviews as the primary method of research is very commonly a good choice as it provides in depth feedback to questions and gives a clear perspective and opinion from the participants. The use of interviews can also eradicate any confusion in answering questions as the interviewee is able to ask the interview to expand on a question or adapt it to their understanding if required. Finally, interviews can be recorded so that they can be transcribed and stored. They can be an accurate method of gathering data. 
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