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LO1: 

The evolution of engagement has been around for thirty years and is an idea founded out of management practices and consultancies.  It argues that employee engagement is difficult to measure (CIPD, 2021).

Employee engagement and having happy productive employees heavily relies on treating people with respect (Officevibe, 2022).

Culture in an organisation can define whether an employee wants to work. It unites people, not divides people.  Involvement will invite people to tell you what is wrong.  It has been seen as a fashionable HR activity in the past, however, HR professionals are there to coach and guide encouraging living the values, communication, praise, recognising ideas and remind leaders that it is everyone’s responsibility.  Mindtools (2018) state we should make people shine, its our job to make them shine. 

Forbes (2012) state that ‘Employee engagement is the emotional commitment the employee has to the organisation and its goals’. When employees care they are engaged, they display discretionary effort, going the extra mile, feel valued and have a passion for work.

CIPD (2021) define employee engagement within the Engage for Success programme as creating conditions where employees offer more of their potential and capability.  It is based on integrity and trust with two-way commitment and communication.  It can be about positive attributes and behaviours which lead to improved business outcomes that can reinforce each other. 

Employee engagement differs from organisational commitment, involvement, and satisfaction.  A broader question could be, what motivates people at work? Engage for Success (2021) state:

· Social Identity Theory – How they are identified in personal characteristics
· Self Determination Theory – Autonomy, competence and relatedness enable psychological growth
· Self-Regulation Theory – How well we manage ourselves 

Commitment is something the employee gives to an organisation while engagement is something that the company has to give to the employee by enhancing the organisation (SHRM, 2006) Commitment in contrast with other attributes such as job satisfaction and organisational identifications. There are three mindsets: (Taylor and Woodhams, 2016).

· Affective Commitment – identifies with goals
· Continuance Commitment – stay because they have to
· Normative commitment – feels moral obligation to stay because they ought to


Creating an engaging culture can be encouraged by having and living a mission statement or values.  Starbucks (2015) mission statement is ‘to inspire and nature the human spirit, one person, one cup, and one neighbourhood at a time’.  Their values incorporate:

· Creating a culture of warmth and belonging where everyone is welcome
· Acting with courage
· Challenging the status quo and finding new ways to grow the company and each other 
· Being present, connecting with transparency, dignity, and respect 
· Delivering our very best in all we do, holding ourselves accountable for results
· We are performance driven through the lens of humanity

(Starbucks, 2015)

The Good Work Index (2021) believe employee involvement differs from engagement as the employee is involved in participation of something or feels part of having some influence over their own job and direction of the business by giving feedback (Work in Confidence, 2019). Employers can give employees a voice by engaging employees on organisational changes by consulting.  Ensuring there is an opportunity for voices to be heard, including furloughed workers or employees working from home by evaluating the effectiveness of their channels (CIPD, 2021).





















LO2: 

Purcell (2010) states that there are building blocks of employee engagement, for example: 
· Employee Trust in Management
· Work Satisfaction
· Satisfaction with involvement and decision making
· Relationships with employee and management
· Pay received
· Job challenging
· Sense of achievement

To sustain these, it is best practice to have policies and practices to create and sustain these elements.  Policies can be constructed to encourage employees to display these in discretionary effort regarding engagement. 
Managers play a big part in promoting an engaging culture.  If managers engage and inspire their teams to perform behaviours from employees reflect this.
The Macleod Report identifies four enablers:
· A strategic narrative
· Engaging Managers
· Employee Voice
· Integrity

Engaged managers often display characteristics of:
· Respect
· Positive Role Modelling
· Show an active interest
· Sharing the vision
· Focussing on targets, not the process
· Listening
· Valuing the team

High engagement can be linked to high performance, increasing income, commitment, loyalty, productivity, low turnover, and customer satisfaction. 
Highly engaged colleagues are more likely to promote the brand of the employer which enables them to be an employer of choice.  Giving the employees empowerment to make decisions instead of a complete top-down approach can add value, this satisfies the employee which can reflect on the customer’s needs.  For example, when working for a retailer, employees were encouraged to do what was right for the customer, this gave them freedom to make decisions without micromanaging from the line managers, which then instilled trust (Taylor and Woodhams, 2016).

2.1

Many organisations incorporate employee engagement by promoting it within the policies, handbook, values, and engagement surveys.  CIPD (2021) state that strategies will make good use of people management as well as learning and development practices.  A holistic approach will aid by focussing on motivation and wellbeing, helping employees understand what their part to play is within the organisational purpose, objectives, and culture. 
There is a multitude of ways to align a strategy.  A few examples of this are: aligning communications, HR policies & systems, learning & development, and cross organisational events. An example of this could be an intranet where all information is easily accessible in an online platform.  Naturally some individuals will be more engaged, however, it can start at the recruitment process, utilising job descriptions and interviews to recruit the ‘best fit’ for an organisation.  Performance management in the form of one-to-one can also be effective incorporating the values (CIPD, 2021). 
Motivation Theories - can be also known as social exchange theories (favourable treatment received in a form of wellbeing which develops a psychological attachment)
Social Identity Theory – categorised characteristics such as job level, gender, and social background. 
Self-Regulation Theory – Behaviours that allow to reach goals and stops individuals from doing things they know should not be doing as it conflicts with long-term goals.

Measuring engagement via a tool is not always necessary as this can be ‘a moment in time’.

Google have introduced a flatter workforce structure.  Steering away from the traditional hierarchical corporate structure.  Google has a structure aligned to a matrix structure.  Employees take an active role in decision making and fosters a belief that they have a direct impact on the company’s success.  Google also adopts an approach of 70/20/10, 70% of the workday is devoted to projects assigned by management, 20% assigned for new projects and ideas and 10% can be used to have free thinking of exploration (Four Week MBA, 2022).
Googles theory is that alignment between a firm’s corporate strategy and culture leads to higher chances of success (Panmore, 2019).


LO3: 

Employee engagement is vital for HR Strategy and Practice as it can recognise the need of an employee.  There may be a gap.  To be competitive, organisations need to go above and beyond the workforce productivity and focus on culture, wellbeing, possible burnout and what might cause this.  There is no magic formular for successful colleague engagement but disengaged colleagues do have similar traits such as, low trust, brand sabotage (would the colleague recommend your business as a good place to work?), Has the organisation got a say/do gap?  Often organisations have good intentions of improving culture and put a plan/strategy in place but do not exercise it, this, in turn has the opposite effect of engagement and will have a bigger negative impact.

An organisation needs to live up to their values, living and breathing the core, ensuring that they marry up in reality.  Does the organisation do what it says on the tin?

Organisations need to revisit strategy and values to modernise them with the ever-evolving workforce and keep them current.  Extend factors such as globalisation, digitalisation and the pandemic should prick the conscience of businesses to re-evaluate, modernise and align. 

Organisational strategies and policies are known as macro factors.  These can include rules and regulations, policies, vision, mission, and surveys for engagement. 

Micro factors can be unnoticed, they are small interactions that blend into daily responsibilities but are an important part of engagement focussing on personal needs. Examples can include communication with managers and colleagues, support tools, resources, responsibilities that are meaningful, growth and development needs and recognition for effort and accomplishments.

Typically, HR work with senior managers to design policies and values to cultivate the organisation and analyse date to sustain high engagement levels. 

Managers play a significant role at the micro factor level, leading by example with commitment and integrity while running the general day-to-day activities.  Managers understanding the employees needs, issues and problems they can develop strong working relationships that will optimise performance making it more personable to them (LinkedIn, 2016). 

3.2

Employee engagement is increasingly vital.  Organisational outcomes can be reflected through a highly engaged workforce.

A highly engaged successful workforce will be happier, healthier, and more fulfilled and are likely to have better productivity, better products, services, and innovation.

CIPD (2021) research has shown that high engagement shows positive relations between customer satisfaction. 

Archie Norman (2013) grew the success of the organisation by listening to colleagues on the floor, gathering feedback from colleagues that were directly involved with the customer and states that you need to be prepared to listen and respond, have an open mindset and be transparent with the whole workforce.  There needs to be a willingness to change and recognise that if you do not adapt and modernise the workforce, key stakeholders will not invest.  By listening to external factors and sharing with the stakeholders he describes he was able to reform the business to success. 

Employees that are more engaged have better relationships with their managers.  Labour turnover is reduced with more discretionary effort and lower absence rates. 

Customers can feel when colleagues are engaged, therefore will return as loyal customers for a more pleasurable experience.  Customers will advocate the organisation and reflect the positive branding which will gain customer acquisition.

Employee engagement can be linked to creativity and innovation and organisational citizenship/social responsibility.

When people are engaged in a collaborative two-way communication where employee voice is heard and regular surveys are conducted, looking beyond the organisation to see what can be learned can be beneficial to reduce the productivity gap (Taylor and Woodhams, 2016).



















LO4: 

CIPD Megatrends (2013) state that focussing on the workforce within evolving, adapting, and understanding culture with trust will help people be motivated to perform at their best.  It states lack of trust with managers is costly as people will look to move on.  People that work in smaller organisations tend to have more trust in senior management, this is not the case within large public sector.  Trust is a psychological state.  There is a correlation between disengaged colleague and distrust in senior management, these will be more likely to be dissatisfied with their job and unlikely to be ‘good citizens’ of the business. 

People that are engaged value commitment and are committed to the purpose of the organisation.  Females tend to value communication more than males (CIPD Megatrends, 2013) 

Buckinghamshum, (2012) believe analytics refers to computational support to capture digital data which can aid decision making.  Analytics have become common over the last decade such as:



· Macro – Region/state/national/international 
· Meso – Institution wide
· Micro – Individual user actions

Macro data can be used in public sectors utilising bigger picture data such as productivity in the UK.
Meso could be used in a specific sector such as private, manufacturing, retail and educational to drill down into specifics related to that area. 
Micro – Individual organisation specific, this could include exit interviews, turnover statistic, sickness/absence, and staff satisfaction. 

CIPD (2018) megatrends state that a survey undertaken within the public/private and voluntary sector, performance reviews are still widespread and lined to pay and reward.  Technology is allowing the collation of real-time data regarding gender pay gap which is something that proved difficult in the past to collate.  Small business may be unable to afford advance technologies, however, it will help gather information to comply with laws and give better understanding of how employees add value. 

BAME research also shows a lack of racial diversity at the top of organisations. In 2015 2% of the FTSE100 CFOs were non-white.  Questions raised from the result of the information lead to understanding the blockers to equality of progression and opportunities given.  The survey showed that organisational cultures play a part with just three-fifths of both BAME, and white British employees feeling there wasn’t an inclusive culture and the BAME describe they needed to change aspects of their behaviours to fit in (CIPS, 2018).

ONS (2021) describe the North-South divide shows that the lowest incomes were mostly urban areas in the Midlands, Northwest, Northeast, and Yorkshire within the UK.  Comparing household income and productivity, expectations would be that incomes would be higher where productivity is higher, however, the two sometimes diverge due to commuter effect.  Rural areas tend to be lower productivity as commuting distance to larger cities is vast. 
4.2
The Pandemic of 2020 has outlined some key trends.  Data is still emerging, so it is very early to analyse, however organisations need to be mindful of the decline of colleague engagement in recent months.  Quantum workplace, USA (2021) surveyed 32,000 people across a variety of sectors and showed a rise of employee engagement throughout 2020.  This was much unexpected as the Covid-19 disrupted lives, however organisational leaders responded and adapted to support needs.  It states there was higher communication frequency to inform of changes in policies and conditions with a more flexible working environment focussed on health and wellbeing.  Trust in leadership was elevated combined with higher engagement due to a more balanced work life balance. 

The engagement figures started to fall in 2021 as leadership communication tapered and employees were being called back into the office to work.  This reduced flexibility and remote working choices. 21% of workers wish to remain fully remote, 68% wanted a hybrid/blended approach and only 11% wanted to return the office full time.  Factors to be considered in the future include recognition, career growth opportunities, leader communication and transparency which encourages trust in leadership, work life balance and health and wellbeing support.  All of these focus on the employee’s experience in their workplace.  It has left employees rethinking career choices.  Employers need to consider what they can offer to attract and retain such as perks and benefit, employer branding needs to be attractive with employer of choice recognised. Employees are now in a unique position to be able to define what is meaningful to them. Employee Benefits (2021) have similar focus as mentioned in the USA, key employee engagement trends within the UK are remote working, recognition, upskilling current employees, employee experience (EX) focus and employee wellbeing.  It is important for organisations to focus on key trends and listen to expectations of the workforce gathered from recent data. 

4.3
In conclusion, organisations need to take note of current key trends for current and future workforce expectations.  Data can provide analytics and statistic, however, in recent times more focus needs to be on a transient holistic approach focussing on feelings and emotions.  In this current climate people are choosing carefully where they would like to work, thinking about whether specific job satisfaction adds value to their life.  There has been an increase in resignations.  The Guardian (2022) state there were 4.5 million quits at the end of November 2021 with reasons for quitting varied such as, lack of adequate childcare, burnout, and health concerns as contributing factors.  Leisure, hospitality, retail, and healthcare are the most affected as they are mostly lower paying industries.  During September and October 2021 fewer mothers actively seeked work than in 2019 which highlights the need for organisations to adopt some kind of working from home strategy where possible.  The question is, why would an employee stay with their current employer if the pay, benefits, and culture are better elsewhere?  Remote working is desirable. Businesses need to understand employee engagement needs for implementation now and in the future.  This is an exciting time to make a difference to shape the future. 
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