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1. Define employee engagement and explain how it relates to other concepts such as organisational commitment, employer involvement and job satisfaction.
(MacLeod, 2020) defines employee engagement as:
“Employee engagement is a workplace approach resulting in the right conditions for all members of an organisation to give of their best each day, committed to their organisation’s goals and values, motivated to contribute to organisational success, with an enhanced sense of their own well-being”.
It is said that employee engagement is reliant on trust, reliability, commitment and communication between an organisation and its employees. Such an approach can increase organisational success, contribute to organisational and individual performance and employee well-being.
(Johns & Ellis, 2016) argues that engagement is the heart of the working relationship between employee and employer and is something an employee has to offer that is not related to the employment contract. It goes beyond job satisfaction and is not purely motivation. They refer to there being three complex concepts of engagement as follows:
1. Physical engagement – good levels of energy as well as mental resilience and making effort whilst working.
2. Cognitive engagement – fully concentrated and absorbed in work so much that time quickly passes and finds it difficult to detach from work.
3. Emotional engagement – strong involvement in work which includes high levels of enthusiasm, challenge, pride and inspiration.
(CIPD, 2019a) refers to employee engagement as the mutual additions in employment relationships, seeking the good of employees, through well-being, job satisfaction and the good of the organisation, through commitment and performance.
(SHRM, 2017) refers to employee engagement being a critical driver to organisational success in the current competitive marketplace. High levels of engagement encourage retention of talent, nurture customer loyalty and improve organisational performance and stakeholder worth.
(Armstrong, 2018) emphasises the importance of engagement as this is associated with organisational performance. Engage for Success research report noted that organisations with high levels of engagement reported lower staff turnover, higher customer encouragement and larger annual profits compared to organisations displaying poor engagement.
(Goyette, 2016) argues that successful employee engagement is determined by how we engage based on individual motivational styles. Organisational success is dependent on how motivation is measured and unleashed – key factors include ambition and accountability. Research identified that organisations who employ for motivational fit, invest in their people and communicate based on motivational style were high performers. 

2. Describe the HR, leadership and cultural elements of organisations which have high levels of employee engagement, making reference to academic literature on the subject.  You should also explain the need for aligning employee engagement with other key organisational factors.
(SHRM, 2017) argues that top leaders around the world are prioritising employee engagement by including this topic in their organisational strategy. Those organisation’s with poor engagement can significantly affect employee retention, productivity and loyalty, it can also be a key link to customer satisfaction, company reputation and the overall stakeholder value. Some organisation’s are very much reliant on HR professionals to set the agenda for employee engagement and commitment to form a competitive advantage.
Employee engagement is influenced by many factors, this includes the workplace culture, organisational communication and management styles. Other important factors relate to trust and respect, leadership, and the organisation’s reputation. Both individually and together, HR professionals and managers play pivotal roles in ensuring the success of the organisation’s employee engagement initiatives.
(CIPD, 2017) argues that managers have one of the most important influences on employee engagement, as well as employee health and well-being. It is argued that different managerial behaviours can impact on both engagement and health and well-being, so it is important that managers understand which explicit behaviours concurrently protect/boost employee well-being. Figure 1 shows the managerial impact to successful organisation performance.
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Figure1: CIPD research report – phase 2, February 2017.

(Deloitte, 2015) refers to employee engagement and culture as one of the most important topics for businesses with the issue being addressed by organisation leaders rather than just HR as previously debated. Those organisations that prioritise culture and engagement can create a culture defined by expressive work, high levels of employee engagement, job and organisation fit, as well as strong leadership that will attract talent and give them competitive advantage.
(CIPD, 2012) report on “Leading culture change” refers to the four key enablers of engagement as acknowledged in the (MacLeod & Clarke, 2009) report, Engaging for Success and how these principles should be adopted in any organisation that thrives for high engagement levels. These four key enablers are:
1. Organisational purpose
Business leaders and managers should set out clear organisational purposes/goals and these should be communicated, understandably, to all employees to buy into.
2. Integrity
An organisation should have a sense of integrity which is underpinned by behaviour that is aligned with its values.
3. Engaging managers

Managers should have the right leadership/people management skills in order to successful engage with employees.

4. (Employee) voice
Employees should feel able to respectfully relate their views and ideas to senior members of an organisation without feeling undermined

3. Explain why employee engagement is increasingly a valid dimension of HR strategy and practice.  The potential benefits for different stakeholders should be evaluated with reference to published sources.
Employees who feel engaged are clearly good workers. High engagement levels impact on employees who are known to be healthier, happier, better fulfilled and motivated. (CIPD, 2019a) states that research has frequently proven that for organisations, engagement produces higher performance, which when broken down creates positive relationships between parts of employee engagement and various other business metrics, such as productivity, staff retention, customer satisfaction, innovation and health and safety performance. 
In order to develop successful employee engagement strategies, any policies and practices will make use of a range of good people management and learning and development practices. These should include focusing on employee motivation and well-being, and helping employees understand their contribution to the overall purpose, objectives and culture of an organisation.
(CIPD, 2019a) refers to strategies being aligned with HR policies and systems as well as being supported and communicated effectively to senior leaders and line managers to adopt throughout the organisation.
It is clear that some employees will certainly be better engaged than others and an effective employee-job fit will also strongly influence engagement. HR policies such as performance management, recruitment and induction are important practices for building an engaged, motivated workforce.
(Bailey at et, 2015) revealed that studies showed a positive link between engagement and a number of organisational performance outcomes, such as team performance, customer satisfaction and quality of work. Such outcomes will satisfy an organisation’s stakeholders. 
(Johns & Ellis, 2016) argue that organisational commitment is a concept closely related to engagement as this is linked to the employee’s psychological attachment to the organisation. Although engagement can be referred to as the behaviour of an individual, it is largely recognised with performance, results and outcomes – all of which have an interest with stakeholders. 
It is argued that an engaged workforce are branded by low levels of tension and enjoy good mental and physical health.
In 2005, large chain B&Q stores revised their personnel and development strategies in order to better and sustain an engaged workforce. Such a strategy has saved the company millions on absenteeism and recruitment costs. This was implemented due to loss in sales in a single year and tackling employee engagement was perceived as essential for the company’s recovery. All the workforce including Senior members were measured on performance using the Gallup Q12 instrument. It was identified that 26% of the workforce were disengaged and were given the opportunity to improve and pledge to the engagement drive or leave the company. By 2008, B&Q was recognised worldwide for its employee engagement.

4. Summarise key sources of employee engagement related data, citing different examples.
(Lockey & Wallace-Stephens, 2020) RSA report: a blueprint for good work refers to the impact of the current pandemic, COVID 19, on economic insecurities as well as labour market transforming technologies and the need for a blueprint social contract for good work. This contract is defined as the underlying rights and responsibilities associated with all organisations responsible for delivering work. 
Research has identified five good working practices that will encourage high levels of employee engagement at a time of uncertainty. These being:
1. Security
2. Wellbeing
3. Growth
4. Freedom 
5. Subjective nurture
(CIPD, 2020)	 Labour market outlook report highlights the challenges that employers face as a result of the pandemic, COVID 19. Shrinking job markets has resulted in an increase in redundancies and a reduction on recruitment drive over the next three months. A survey conducted using the views of employers has recorded the lowest figure for employment intentions which measures the difference between proportion of employers who expect to increase staffing numbers and those who expect to decrease.  This highlights the uncertainty that organisations are facing economically. 
The survey reported an increase in redundancy intentions, with at least 33% of employers are planning to make redundancies in the next three months (up to September 2020). Recruitment intentions have increased slightly but remain far behind from previous surveys conducted prior to the current pandemic and economic uncertainty remains very much high with many employers considering the prospect of introducing a 12 month pay freeze.
These impacts will have a diverse effect on employee engagement within any organisation.
(Bulow, 2019) refers to employee engagement being the biggest challenge for any HR professional in 2019 according to a survey. A survey conducted with 423 respondents, being UK HR directors, managers and executives, found that 40% determined that engagement was a major issue. 
(Bulow, 2019) referred to key areas that an organisation should consider to improve engagement:
· Display empathy 
· Employee recognition 
· Promote training for career development
· Wellbeing training
· Social activities
· Lead by example
· Offer flexible working
· Empower employees
More so than ever, employees will continue to feel engaged if they are regularly communicated too and kept informed regarding organisational decisions during this ongoing pandemic situation.
(MacLeod & Clarke, The Four Enablers of Engagement, 2012) Research: engage for success, referred to the importance of the four enablers to successful engagement. Those organisations that had a highly engaged workforce had:
A strategic narrative – where the organisation has come from and where it intends to be in the future through common language. Gives an employee a purpose and inspiration to conduct their role. 
Engaging managers – employee is made clear of their success in their role, given scope to take a lead in role and bring creative and energy that will harness. Good working relationship, treated individually will produce better work. Coaching alone is found in the most successful organisations. Informally coaching employees at least once a week. 
Employee voice – promote a constant flow of ideas, energy from all members, develop trust and allow individuals to be part of a solution not problem. 
Integrity – organisation are committed to their values and reflected in day to day behaviours. 

5. Outline the findings of recent studies on employee engagement, including the extent to which gender, demographic and other factors influence levels of engagement.  
(Thomas, 2018) refers to there being a number of factors and how these can adversely affect employee engagement within an organisation. He argues that high employee engagement is not simply related to how successful an organisations engagement strategy is, or how well this is implemented by managers. 
Factors can include demographic variations such as length of service and age. Although many factors are subjective based on individual circumstances and history, research has identified some links when comparing engagement levels between individuals.
It is argued that generational differences such as those employees born since 1980 are more likely to be the least engaged at the workplace with around 25% in the world. There are a number of factors for this such as low levels of seniority as well as a differentiation in working attitudes. 
Another factor for engagement can relate to the organisation’s approach to work-life balance. Those more agile working businesses promoting flexible working and an increase in technological use, allows employees to have a different expectation of how work and work-life balance is met.
There is no clear research to suggest that industry sectors, such as private and public, have an impact on the businesses engagement levels. However, there is evidence that there are differences in engagement between individual organisations within these sectors. 
(CIPD, 2019b) article published in November 2019 based on research from the Office for National Statistics (ONS) found that 69% of women were satisfied with quality of work compared to 65% for men. According to (Gulzar & Teli, 2018) there are a number of differences between genders in relation to how engagement in one role is related to engagement in another role. Whilst a male may experience enhancement from work to family, females experience lessening from work to family. 

Equally, whilst a female may experience enrichment from family to work, a male does not experience links from family to work. Therefore, gender differences will influence the level of engagement among male and female employees. Gallup’s US
Research found that women tend to find more fulfilment in their jobs and as a result of which are more engaged than men.

Those employees who are recognised as ethnically Chinese or Indian were the most likely ethnic groups to have quality work, followed by employees who identified as ethnically White. 
Those employees who have a level of educational attainment of a degree or equivalent were also found to have a better quality of work. Only 7% of UK employees were found to be in low-pay employment, of which, the majority were aged between 16 and 24 and the highest paid being between the ages of 35-44.

6. Conclude with a balanced evaluative summary of the future of employee engagement.
The current pandemic is disrupting the world and is dramatically shifting how people live, interact and work. (Gallup, 2020) refers to the future of engagement being identified using 12 elements, known as the Q12, which link with key business objectives. These elements have been identified to best predict employee and team performance:
1. Do you know what is expected of you at work?
2. Do you have the materials and equipment to do your work right?
3. At work, do you have the opportunity to do what you do best every day?
4. In the last seven days, have you received recognition or praise for doing good work?
5. Does your supervisor, or someone at work, seem to care about you as a person?
6. Is there someone at work who encourages your development?
7. At work, do your opinions seem to count?
8. Does the mission/purpose of your company make you feel your job is important?
9. Are your associates (fellow employees) committed to doing quality work?
10. Do you have a best friend at work?
11. In the last six months, has someone at work talked to you about your progress?
12. In the last year, have you had opportunities to learn and grow?
Organisations can refer to the above elements in order to incorporate engagement into future policies and practices.
(Timms, 2020) argues that future businesses will need to measure employee energy levels as he refers to the importance of the word that begins with “e” being energy and not engagement. He argues that energy is the key to sustainable performance as not only will it form good working relationships with customers and colleagues but plays a crucial role in wellbeing.
The impact of the Coronavirus has shifted us to adapt immediately to home working life which can create poor engagement and affect wellbeing. More than ever, organisations are very much reliant on the trust of their employees to produce levels of performance (Gartner, 2020) argues that how organisations manage a remote workforce will have a significant impact on both engagement and wellbeing.
(Personnel Today, 2020) states that a common issue with home working is the fear of employee social isolation with the workplace being regarded as a social environment. A lack in social interaction could affect job performance as well as inter-team relationships. It is important that employers keep in regular contact with their employees, not just to establish whether they are working, but encourage “social time” for a catch up.

It is clear that the future of work is moving to the world of automation with many organisations already adopting robotic technology. It is crucial that organisations ensure that their human employees adapt to the new workplace culture as well as feeling supported in their roles. (HR Zone, 2019) believes that the interaction between human team members and technology can deliver the right performance. Technology can boost human skill sets by removing monotonous, dull daily tasks from roles but HR professionals will play an important role in developing organisational culture to create prosperity. Employees who are involved and communicated too during the development of new technology will encourage positive engagement.
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