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Introduction
Employee engagement is described as a workplace approach to give all employees the right conditions to deliver their best work and a daily basis, working towards an organisations goals and Objectives ensuring they are committed to supporting the organisations success (Engage for Success, n.d.). There is no exact definition for employee engagement (Woodhams, 2016, pp.80). David Macleod states that ‘It is about how we create conditions in which employees offer more than just their capability and potential’ (Engage for Success, n.d.).
Employee engagement is built on trust, integrity, commitment and communication between an organisation and its employees. Employee engagement can be measured, can be poor or can be great. Employee engagement is discretionary and Woodhams states that the implication of this conceptualisation is that ‘one size does not fit all, and this means that employers have to understand the different drivers of engagement in different parts of their business (Purcell, 2010. p4).

1. Define employee engagement 
CIPD (2018) state that an employee who have good quality jobs and are managed well will be happier, healthier and more productive. Employee engagement is known as a three dimensional concept, people employ and express themselves Physically, Cognitively and Emotionally (Khan,1990) When it comes to retaining employees, it is no longer about doing one thing really well it is about doing lots extremely well in a systematic repetitive fashion (Corless, 2017).
In a fact sheet on Employee engagement, CIPD (2018) states that Employee engagement is ‘a combination of commitment to the organisation and its values plus a willingness to help colleagues’ this is known as organisational citizenship where a  person has a wider understanding of an organisation and are committed, passionate and share knowledge with others (Woodhams, 2016, pp. 81).
Recent research from the CIPD (2012) suggests that  employees can engage on different levels and that there is two forms of engagement, First there is Emotional engagement defined as someone having emotional attachment to one or more aspects of their job, Second is Transactional engagement which is defined as someone who is happy to display the required behaviours of a job role but is not commitment to their job or organisation and would be willing to leave for a better job elsewhere (Woodhams, 2016,pp.81).
Organisational commitment is an individual's Psychological attachment to a company. There are 3 different mindsets that can characterise an individual's commitment to their organisation: affective, continuance and normative (The Oxford Review, n.d.). Affective refers to an employee's positive emotional attachment to the organisation Continuance is a form of commitment which is more negative in character where an individual fears to leave the organisation for fear of social losses such as unemployment or work relationships they have built, and Normative is where individuals comit to and remain with an organisation due to feelings of Obligation and Indebtedness (Woodhams, 2016,pp.82).  Employee satisfaction is a term used to describe how happy an employee is within an organisation (Bamboohr.com, 2019). Both concepts link with employee engagement, to ensure an employee is satisfied within their organisation there are many things that organisations can do such as given the employee job security, recognition and to look after their wellbeing. With organisational commitment employee need to ensure that they are thinking about the bigger picture to get an employee to build into their long term plan, how they are treated at work the opportunity to be heard and how they feel they fit in with an organisation are all things that could make an employee commit to an organisation. All employees need to understand how they fit into an organisation and this should be reflected in all policies and HR strategies. The CIPD (2019) states that HR strategies is an approach to managing HR that supports long term business goals and outcomes with a strategic framework, by sharing this kind of information with employees they would feel involved in an organisation and want to commit to them long term 

2. Describe the HR, leadership and cultural elements of organisations 
MacLeod (2009) identifies 4 enablers of employee engagement Strategic Narrative, Engaging mangers, Employee Voice and Integrity (Woodhams, 2016, pp. 83). Strategic Narrative is defined as a’ strong explicit organisational culture which gives employees a line of sight between their job and the vision and aims of the organisation’ (Macleod and Clarke 2009, p31). Engaging mangers are ones who offer clarity, appreciation of employee's effort and contribution and managers who treat employees as individuals. They ensure that work is efficient and organised, so employees feel values and equipped to do their jobs (MacLeod and Clarke 2009, p80). Employee Voice is a forum where employee views are sight out, they are listened too and see that their opinions count and make a difference (MacLeod and Clarke 2009, p.79). Finally, Integrity this is defined as a belief among employees that the organisation lives its values and adopt behaviours resulting in trust and a sense of integrity (Macleod and Clarke 2009, p.33). 
The Macleod report alongside Purcell's research (2010) emphasis that the role of managers is in promoting culture with these four enablers (Woodhams, 2016, pp.83). Along with this Robinson and Hayday (2009) who on behalf of the Institute of Employee studies (IES) have produced a report on behaviours of engaging managers, these behaviours include they communicate and make clear what is expected, they listen, value and involve their teams, they focus on targets rather than processes, they have and share a clear, strategic vision, they show an active interest in others, they exercise good leadership skills , through positive role modelling and they act with respect and in turn are respected (Woodhams, 206, pp. 83).
The MacLeod report also states, ‘it is our firm belief that engagement can be a triple win: for the individual at work, the enterprise or service and for the country as a whole’ (MacLeod 2009: p6). Towers Perrin 2007/2008 Global workforce study (2009)  was one of the most significant reports and clearly demonstrated the links between high engagement and high performance whilst CIPD (2014) expresses ‘Employees want engaged employees because as well as being happier and healthier they deliver improved business performance’ (Woodhams, 201, pp 84). When reviewing organisations there have been proven links to high employee engagement levels benefiting from increased operating income compared to low engagement levels showing a decrease (Woodhams, 2019, pp.85). Macleod states that since 2004 there has been a greater organisational commitment and employees were more willing to put in the discretionary effort as they got a greater sense of achievement from their job. 
Other research shows high levels of employee engagement are positively supported with organisational commitment (Saks, 2006) Customer satisfaction, employee loyalty, profitability and productivity all improve (Harter et al 2002). The Gallup organisation which shows that work engagement produced higher profitability and high monthly revenues and sales. Several of the Gallop studies have demonstrated benefits of employee and customer engagement. Reviewing such evidence, it is important to remember that profits and profitability will depend on complex considerations, their maybe other factors which produce high levels of engagement but it shouldn't be taken for granted that employee engagement is the only way to cause profitability to rise (Woodhams, 206, pp.87).

3. Explain why employee engagement is increasingly a Vital dimension of HR strategy and Practise.
When considering HR strategy and Practise it is not something that can or should be done on impulse, there should be considerations and a compelling and convincing business case (Woodhams, 206, pp.90).
Purcell (2010) states that there are some common factors associated with engagement as he describes these as building blocks. These building clocks are the drivers of employee engagement, they include: - Employee trust in managers, Satisfaction with the work itself satisfaction with their involvement in decision making, Quality of relationships between employees and managers, Satisfaction with the pay they receive, Job challenge and Satisfaction with the sense of achievement from work Woodhams, 2016, pp.89).
Taking into account the benefits to employee engagement for all parties some of the key things consider for stakeholders within an organisation would be higher retention and lower turnover, lower absence, higher productivity and higher profit (Officevibe, 2017).
For employees Maslow’s Hierarchy of needs is an attractive way to think about people's needs and what actually engages them.  Maslow had a five-tier model of human needs; this was often presented as a pyramid. The bottom tier of the structure is basic needs in an organisation this is often things like toilets, canteens and work hours, the second tier is Safety needs such as health and safety in the workplace and an employee voice within an organisation, these are known as basic needs. The third tier is belonging, and love needs, in an organisation this is part of forming relationships and making work friends. The fourth tier is esteem needs and its built from feeling accomplished within an organisation. The third and fourth tier will be psychologic needs. The final tier of the pyramid is self-actualisation, and this is when an employee feels as though they can deliver to their full potential in their current role but knows that there is an option for personal growth and development this is known as self-fulfilment needs (MacLeod, 2018).
Hertzberg Motivators and Hygiene factors show what it is people want a need out of a job  The factors employees need out of a job would be things such as achievement, recognition, progression and responsibilities and the Hygiene factor are things such as a salary, supervision, work conditions and company policies (Mindtools.com, n.d.). This why it is important that HR policies and strategies are designed to increase engagement levels need to be informed by contextual factors (Woodhams, 2016, pp91).
Guest (2015) proposes a strategy for promoting employee engagement which includes, Implementing engagement by managers and leaders promoting engagement values, Creating and Reinforcing a climate for engagement by treating employees with fairness and trust, promoting engagement through recruitment of employees who welcome engaging jobs and Monitoring progress towards high engagement through surveys and feedback with action planning (Woodhams, 2016, pp.91). This strategy requires Employee engagement to be integrated into an organisations vison through thier policies and practices.

4. Summarise Key Sources of employee engagement
If an employee is engaged at work and they feel happy and have all the basic hygiene factors the motivations factors should fall into place. It has been said that if an employee is healthy this boosts commitment and productivity (Today, P. 2013).  
When reviewing Employee engagement and the data that is attached there are certain reports from the CIPD that show the benefits of employee engagement. Health and Wellbeing is a growing factor within employee engagement as they sit side by side. 
The CIPD publish a report known as the UK working lives report, this report focuses on job quality and how what good work looks like (CIPD, 2019). The focus on this survey was seven dimensions of good work. These dimensions were pay and benefits, contracts, job design, WorkLife balance, voice and representation and health and wellbeing all things that filter into employee engagement (CIPD, 2019). The survey also considered equality, diversity and inclusion and inclusion assessing who has better or worse jobs pointing out that it paid particular attention to gender, age, disability and presence (CIPD,2019) This report was completed in a survey format in which 350,000 working adults completed. 
MacLeod and Clarke’s 2009 report was heavily linked towards the success of employee engagement bringing the four enablers to life.  The IPA Methodology is used to promote the involvement and participation in the workplace and through doing so improve their quality of working lives (M.acas.org.uk. (2014). The Workplace employment relation studies reported on 22000 employees from across 2680 organisations which examined the impact on the recession on employee relations and engagement (Researchonline.org.uk. (2019). Woodhams states that one of the main responses by employees was that the recession has frozen wages and recruitment and change within the organisation of work all of which could be a barrier to organisations securing that discretionary effort from their employees (2016, pp.91). 
The CIPD also publishes a report which provides a set of forward-looking labour market indicators (CIPD, 2019) they look at recruitment, redundancy, pay and intentions for the remainder of the year as it took place in June 2019 for 2104 organisations. This report shows that employment confidence is at its highest in Wales and Scotland and lowest in wales and east of England (CIPD, 2019). CIPD state that a potential consequence for employment growth is the tightening labour market. The report suggests that in the last year there has been a lower number of applications for low skills roles but the number of medium to high skill roles remains similar to the report from 2018 (CIPD, 2019). 
Each of these different sources of data each have their own views on employee engagement but there are key themes which will continue to support engagement within an organisation as it continues to unfold throughout the years. 

5. Outline the findings of recent studies on employee engagement
When considering Key trends on employee engagement there are many factors which need to be considered. Currently one of the biggest factors to consider is diversity and inclusion in the workplace. Gallup has stated that over the last two years there has been an uptick in organisations and society in identifying and truly understanding the unique differences among individuals.  Gallops research indicates that recognising diversity and inclusion are key steps in moving forward with diverse and inclusive workplace cultures (Gallup, 2018).
When considering Diversity there is a large demographic spectrum to cover, race, religion, gender, sextual orientation, age and physical disability to name just a few. Gallup has stated that building diversity throughout a workforce has now become a need to do rather than a nice to do for ethical and business reasons (Gallup, 2018). 
Inclusion needs to be further considered, having an inclusive workforce will not have a positive effect on an organisations bottom line if they do not feel welcomes into an organisation (Gallup, 2018). Inclusion within the workplace is a culture of feeling as if you belong and are welcome and wanted. The CIPD state that people matter, and organisations must ensure that no people management approaches puts any group at a disadvantage (CIPD, 2019) The UK working lives report paid particular attention to this when they completed the report reviewing who had better or worse jobs depending upon their characteristics. 
Gallup states that there are three pillars to diversity and inclusion to get them right, Employees are treated with respect creating a culture of inclusiveness, Employees are valued for their strengths they are effective and work collaboratively bringing profit along with them and finally Leaders do the right thing, Leaders she be role modelling the desired behaviours creating environments where people feel safe and can freely be themselves Gallup, I. (2018). 
A recent trend in Employee engagement has been employee wellbeing. For most employees they know that an engaged workforce is like to be more productive. Wellbeing is an essential part of engagement, CIPD (2012) state that in order to get the best out of people managers should be adept at preventing stress (Gray, 2014). In the Deloitte global human capitol trends report (2018) it was indicated that wellbeing programs are critical to an organisations brand and culture however there are still significant gaps between what workers expect and what organisations deliver (Deloitte United States, 2018).
When considering trends within employee engagement it is always important to look at why there is low levels or engagement within an organisation. One of the most common concepts is the thought of how to measure engagement. The engagement survey is the most commonly used approach to measure engagement however it is said that you need to do more than just take a survey to get engagement right within an organisation (Macleod and Clarke 2009). Other thoughts for low level engagement suggest that burnout, work satisfaction and Lack of work life balance all can have a negative impact on how engaged an employee is (Woodhams, 2016, pp. 89). 
Forbes states that there are 4 employee engagement trends that all leaders need to know, the first is non-monetary benefits or perks, Forbes expresses that employees are looking for an experience not a job and opportunities that enhance their day has a positive effect on how engaged an employee is. Secondly are agile working environments stating that allowing employees to work in different environments and to work collaboratively empowers an employee. Thirdly are employees wanting to make a difference stating that there is a ubiquitous desire to feel as though they have had a positive impact whilst at work. Finally, Forbes describes a workplace culture as being King, stating that employees want transparency and accountability form their employer. Forbes expresses that if we give our employees an exceptional employee experience, they will then give our customers an exceptional customer experience Forbes.com. (2019).

6. Summary the future of employee engagement
When considering the future of employee engagement one thing that is clear is that employee engagement is not going anywhere Woodhams states whilst employee engagement is still evolving due to some organisations not quite getting to grips with it (Woodhams, 2016, pp.93).
Tress et al (2104) identifies seven key questions for further development of the future:
1. What is engagement?
2. What is the link between engagement and Human Resource Management?
3. How can employee engagement strategies be evaluated?
4. How is engagement related to the wider internal and external context?
5. How does engagement work in the group or team level?
6. How does engagement interact with diversity?
7. How is engagement from a more critical perspective?
Tress et al (2014) believes that these seven questions can develop and continue to gain insight into engagement for the future (Woodhams, 2016, pp.93).
CIPD (2014) states that the way a work force feels about an organisation will materially affect the way the organisation performs. Culture within an organisation is not something that happens overnight, it takes time and commitment. CIPD (2014) state they also have several key things which will support the future of employee engagement:
1. The purpose should be clearly translated
2. Organisations need to provide more autonomy
3. The importance of employee voice
4. Sustaining employee engagement
5. Importance of trust within an organisation
CIPD (2014) state that it is important to remember when dealing with employee engagement that it is embracing the philosophy and culture of people management. Managers should be developed into engaging managers who makes employees feel supported empowered and inspired (CIPD, 2014).
Conclusion
In conclusion Employee engagement is here to stay (Woodhams, 2016, pp. 93). Engagement is evolving day on day, Woodhams (2016) states that today's high engagement culture is not necessarily tomorrows competitive winner. Within in all organisations it is clear that Managers and Leaders have a key role to play within employee engagement they need to ensure they are creating and sustaining through their overall approach in managing people (Woodhams, 2016, pp.93).
Woodhams (2016) states that certain factors will continue to play a key part in developing, embedding and benefitting from Employee engagement, some of these factors are  coherent and consistent role modelling from the top, Good quality management at all levels, two way open communication, A customer centric focus, commitment to wellbeing and most importantly for HR clear and accessible policies and practises. 
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