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[bookmark: _Toc95153165]1. Employee Engagement, Organisational Commitment and Job Satisfaction 

It can be difficult to define employee engagement and many academics have come up with many supporting theories to help highlight how engagement links to organisations and employees. As a starting point the CIPD (2021) notes that engagement goes beyond employee motivation and job satisfaction and is a combination of commitment and willingness to help colleagues and the organisation achieve its mission.  Other academic definitions mark employee engagement down as a psychological state, Kahn (1990) outlines that an individual brings themselves physically which is the physical or mental effort an employee is giving, cognitively which refers to being engaged on a level where an employee is aware of how they link to the organisations overall goal and emotionally whereby an employee feels connected to their employer and feels an element of trust, The combination of all three leads to the highest level of engagement and is what employers should be striving towards when looking at the contribution of their teams. Both of these views acknowledge that engagement goes further than motivation but Kahn outs focus on this being psychological and  CIPD (2021) also give commendation to the view of Utrecht university group of occupational psychologists who discuss that work engagement is a state of mind and employees show ‘Vigour’ such as energy and effort for their work, ‘Dedication’ in the form of enthusiasm and taking pride in their work and also ‘Absorption’ whereby they concentrate and engage fully in their work and experience a desire to complete this to a good standard. 
Employee engagement is often used alongside organisational commitment, job satisfaction and motivation. Job satisfaction looks levels of employee contentment within their work, Gallup’s Q12 questionnaire covers job clarity, resources, personal development and motivation to name but a few topic areas and how these indicate job satisfaction, however it is challenges to distinguish exactly what is satisfaction in ones work and what is engagement within ones work, the likelihood is that job satisfaction is different to engagement but being satisfied will lead to a more engaged workforce, thus leading to the two being linked an often used interchangeably, (Harter, Hayes and Schmidt 2002).  Organisational commitment is also often used when discussing employee engagement, this concept refers to employees feeling a sense of attachment to their organisation and thus being demonstrated via deep commitment and devotion within their work, this can lead to lower levels of sickness and higher task performance which could also present itself in the form of or aid levels of engagement. 
Although many terms are used when discussing employee engagement such as those concepts mentioned above, and these can help form an overall strategy within an organisation, it is important to note that they may be contributing factors to how engaged an employee may be and may help boost levels of engagement, but overall engagement is the psychological state of wanting to do more than expected, go further than the job role requires and go the extra mile. 





[bookmark: _Toc95153166]2. Employee Engagement and Organisational Culture 

Leadership is key to high levels of employee engagement, employees who have a strong sense of trust in their line mangers are more likely to approach tasks with a positive attitude and have the desire to complete tasks to a high standard and they aim to please their manager and also understand how their actions impact the wider business picture, leaders who communicate frequently and honestly are more like to engage their teams as employees have a greater understanding and sense of commitment, leaders who praise and recognise engagement from their teams are encouraging appositive engagement cycle, leaders who allow for employee input in decision making rather than those who make demands are more likely to have higher engagement within their teams (Zenger and Folkman 2017).  HR also has a role to play in achieving high levels of employee engagement, Penhale-Smith (2015) discusses that HR are responsible for driving an engaging culture and ensuring new hires are a good fit for an organisations culture, this is important as they will need to fit into existing teams and add to the positive working environment which makes for a strong, cohesive team, if new hires upset the balance then existing employees will become dis-engaged and the working environment/team could move to an approach where they do what is required and then go home rather than going above and beyond and aiming to achieve organisational goals.  Hr also need to work with line managers during performance reviews to ensure praise is appropriately communicated and development plans put in place. Culture has a role to play in levels of engagement,  Kappel (2015) discusses that engaged work forces come from organisations with cultures focusing on training to ensure that employees know what is expected of them and how to carry out tasks appropriately, if an employee knows exactly what to do they are more likely to feel comfortable and do it well, there should also be a culture of communication so updates and changes are filtered down quickly this means employees will adapt quicker and also appreciate being kept informed and they will see their value. 
Engagement should be clearly aligned with organisational aims and objectives, Casserly (2011) discusses that individuals need to be engaged first before a team is engaged which is the ultimate goal as that’s what drives organisational performance and leads to achieving aims and objectives, bearing this in mind Hr professionals should align personal development plans of employees which could highlight individual strengths or give autonomy over certain areas to the organisational overall goals, this means that employees are likely to be engaged and driven to achieve both their individual and the organisational goals, combining this with regular feed back and a culture of treating each employee as an individual and seeking their input will lead to higher engagement levels. This is also re-iterated by CIPD 2021) whereby it Is highlighted that organisational strategy should have an over aching theme of engagement in the form of driving commitment an emotive connection to the organisation. 



[bookmark: _Toc95153167]3. The Benefits of Employee Engagement to Organisations and stakeholders and Why It’s a vital dimension of HR strategy and practice.

Employee engagement is a key part of organisational and HR strategy due to the fact it brings an array of benefits for individuals and organisations, building engagement into strategy ensures the maximum benefits will be gained by all stakeholders rather than viewing engagement as an afterthought whereby little benefits may be felt by individuals or organisations, MacLeod (2009) discusses the notion that engagement brings a triple benefit as it benefits employees within the workplace, the organisation as a whole and the country/economy, all of these are interlinked and can yield greater productivity and contentment. Deloitte (2022) agrees with MacLeod (2009) and notes that engagement should be a key element of any HR strategy as it not only attracts and retains talent but also drives long term brand loyalty and higher performance all of which will help an organisation achieve its overall goals. The article goes on to mention that building engagement into strategy is not to be seen as a wellbeing trend or tick box exercise as there are great benefits to be had if implemented properly, it is more important than ever as following the pandemic, it is an applicant’s market and attracting talent is challenging so being able to offer personal development and opportunity can give an employer the edge and help gain new talent but also engaged talent. 
From an HR perspective, the key stakeholders benefiting from a strong engagement strategy should always be the employees, however, having an engaged workforce brings benefits for the organisation such as employees taking greater pride in their work and wanting to finish tasks, it can also minimise issues such as clock watching as employees genuinely care and want to use company time effectively, all of this brings productivity benefits to the organisation and further stakeholders such as suppliers who make receive increased orders or shareholders who benefit from higher profits and productivity if targets are met or better yet exceeded due to the workforce going above and beyond and striving to be the most productive they can be as they feel valued and content within their job roles. DeBara and St.Aubin (2021) discuss that It is also worth noting that retaining talent also benefits line managers and organisations as whole as by retaining committed and loyal employees, it will reduce recruitment and training costs for on-boarding which can be a lengthy process and take time for new employees to settle into the company, this means investments can be made into upskilling existing staff and also means line managers can spend more time with their teams working on development plans or forecasting, again bringing benefits to employees and the organisation and continuing the cycle. Engaged employees make for positive working environments and are more likely to get on with their colleagues and form buddy systems and their own peer mentoring practices as they want to achieve individually, as a team and as an organisation overall. 
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Employee engagement can be difficult to measure or quantify as it is a psychological state that is experienced in different ways by each individual.  The best way to look at the impacts of employee engagement is via data sources, these can be across varying levels, on a national level there are surveys such as CIPD good work index (2021) which is an annual survey carried out by the CIPD that generates a snapshot of job quality in the UK, the survey provides a broad over view and covers areas such as pay, benefits, work-life balance and relationships at work, the 2021 survey identified that just over 50% of those surveys were content within their jobs, this also breaks findings don by sector and can highlight what areas that employees value need further attention. Greene et al (2017) discuss the outcomes of their skills and employment survey which highlighted that employee across the UK have generally felt less engaged and found work more intense over the last 10+years. 
On a smaller scale, individual organisations may carry out their own research with employees to assess how engaged and satisfied they are within their roles, this is usually done in the form of surveys and can highlight areas of the engagement strategy that are working and areas that need are not having as greater impact and require more investment to generate better satisfaction levels and thus higher productivity, recent survey approaches have moved on from lengthy in-depth questions and now focus on shorter statements that highlight whether an employee can see how their role links to the business goals, (Vance 2006). Th act of carrying out surveys is important as often large amounts of company funding is invested in engagement initiatives and if this is not yielding a strong impact then changes should be made both to benefit individuals and the organisation as a whole. 
Organisations may also use internal data to gauge the satisfaction of their employees and thus how engaged they are within their work.  This could be done though sickness and absence records as generally speaking those with lower absence rates are content and satisfied within their roles and are less likely to take time off for sickness, stress or burn out, this measure can be useful for organisations as it can show individual or departmental levels and highlight areas of concern, Grensing-pophal (2019) discusses the link between absence records and committed team members who are less likely to take time off with reference to retail sector research surveys. 
Staff turnover rates are another key area that can flag up the level of engagement within an organisation,  Those who have a successful induction and onboarding process and more likely to settle into roles well and be retained by the company, high staff turnover rates can highlight poor engagement levels as employees look for alternative jobs where they are perhaps more valued, get to have input into decisions and feel as though they are contributing to the over all goals of the firm, Hirsch (2017) discusses research of a Minnesota software company  whereby 69% employees are more likely to stay with the company for 3 years or more if they received successful onboarding process. 
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Employee engagement levels can differ from person to person and what makes one employee feel engaged may not work for another, this can be dependant on a variety of things including gender, background, demographic etc. CIPD (2019) working lives survey highlights how different factors can impact engagement, for example the research notes that there is not a proportionate difference between men and women when it comes to the work life balance section of the survey carried out and this is largely put down to flexible working being more prominent and requests being approved meaning work life balance has improved over the last 5 years whereas previously those with childcare responsibilities (which typically tends to be females) were having o chose between work and home but now are able to fit both in leading to greater satisfaction. Relationships at work is greatly impacted by gender, this section of the survey found that 3 in 10 workers report some form of bulling/harassment within the workplace which does not make for a positive and engaging environment, the report goes on to note that women are twice as likely as men to report grievances and that there is a notable difference across different racial backgrounds and sexual orientation. This can lead to a negative working environment and less engaged employees, if employees are uncomfortable, they are less likely to push them selves to deliver a high standard of work. 
Another factor impacting engagement levels is sector, for employees who are able to access health and wellbeing resources could have improved job satisfaction as they are better supported to deal with issues, CIPD (2019)  Health and Wellbeing at work report discusses that public sector organisations are twice as likely to have provisions relating to wellbeing and have initiatives in place to support employees, organisations in the private sector with fewer employees are less likely to have these in place, the report notes that 41% of organisations surveyed who had less than 200 employees, did not have any form of wellbeing strategy in place. 
Engagement and satisfaction can also be impacted by age, Yildirmaz and Klein (2020)  Workforce view Post Covid report discusses survey findings of workers post pandemic, 3 in 4 18-24 year olds were optimistic about the next 6-12months in the work place while this fell to 1 in 2 over 55s, this shows that the younger demographic appears to have a higher level of content and is more likely to bounce back, embracing changes following covid-19, the older generation are less optimistic which may mean for a less positive working environment if they are likely to have negative thoughts and not be driven to deliver within their jobs roles, this would lead to lower productivity and could cause work place tension if not managed correctly. The levels of optimism across countries varies also, with European workers lagging behind China in optimism for the next 6 months, this could be due to China being further along its pandemic recovery curve, no matter what the reason for optimism, those with employees who are feeling more positive are going to yield better organisational results. 





[bookmark: _Toc95153170]6. The Future of Employee Engagement. 
Employee engagement trends appear to of shifted over the last 5 years or more, with more of a focus now on work-life balance, this looks set to continue as employees seek further focus on flexible working which is now set to be a day one right (Palmer 2021).  Ponomareva (2021) discusses the need for organisations to address flexible working policies as this is a key engagement trend following the pandemic and something employees value more than ever, if they are able to effectively balance work and life outside of work, they are likely to be more engaged, the article also notes that more employees expect to be home working within their roles and organisations may need to adapt they engagement strategies to incorporate this.   Also following on from the pandemic, absence rates have increased, as employees are suffering from burn out, organisations should be looking to improve well-being provisiosn to support employees in their work lives post pandemic, this is important as the effects are likely to be around for some time, (Beheshti, 2021). 
The future of employee engagement is also likely to include a more relaxed and inclusive approach, research highlights that employees want to be involved in decision making and have their voices heard, many organisations are moving to a flatter structure whereby employees on the ground are involved in decision making, an example of this is google, whereby there are no status symbols, there is a high trust level from day one with data access and employees are given company time to work on passion projects, all of which help engage the workforce and create the desire to give back to the organisation in the form of time and effort, (Garvin, 2013). 
Artificial intelligence will also play a key role in the future of employee engagement, the benefits of this include more accurate data analytics and reporting which can highlight areas for improvement and show areas which are not working to the organisational needs such as more in-depth and accurate reporting on staff turnover and productivity, however there is a negative side to this as it looses the human side and could potentially be unfair as the programmes would look purely at figures and data and not human emotion or the reasons why employees behave the way they do, Artificial intelligence can also feel intrusive and employees may feel micro managed which would lead to decreased engagement levels, (Hughes et al 2019). 
To conclude, the future of employee engagement is reliant on open and honest communication and a positive working relationship between line-managers and employees, IF employees feel trusted and valued and have a good work-life balance they are more likely to be engaged and productive and go the extra mile to meet the needs of the organisation. 
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