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Question 1.
 In light of the above, critically evaluate the term employee engagement, providing your own underpinning evidence for the points you make.   
Employee engagement is a term which has been utilised in HR practices and debated for years. According to an article by the CIPD the subject has been high on the agenda for a decade, introducing this concept in the belief that it will improve people performance.  The term suggests full engagement and commitment from an employee which will result in mutual gains for both the organisation and the individual. In general terms it has been suggested that employee engagement is responsible for motivation and commitment; above and beyond the normal duty and general contentment with work life  (CIPD, 2019).
It is essential when introducing strategies that there is academic knowledge and research to underpin theories.  Research carried out by (Briner , 2019) to critique engagement, suggests that there is insufficient evidence to measure the effectiveness of engagement strategies to support  that it adds value.  When proposing a new strategy and costs to stakeholders the HR professional is expected make judgments based on facts, in these terms justifying a budget spend would not be based on sound data. 
Engagement studies consist of measuring results of employee attitude surveys such as the one introduced by Gallup (Forbringer, 2002) relating to an improvement in the factors such as performance and happiness measures.  The definition of engagement is not clear and as a result proves difficult to measure.  Much of research and studies have been presented by consultants which naturally will be biased. Research carried out by (Bailey , Madden, Alfes, & Fletcher , 2017) state that “engagement is a contested term that has been susceptible to ‘fixing, shrinking, stretching and bending” and reviewed over two hundred studies in relation to “engagement”.   They conclude that there is some correlation between positive employee management engagement and reduced turnover. However, the term remains specifically undefined and research collated mainly consisted of quantitative data.   (Organiz, 2004) defines “work engagement” as a state of mind and display behaviours of “vigour, dedication, and absorption”, rather than in contrast, burnout. 
In a report written by the (Insitute for Empolyment Studies, 2014) Peter Cheese provides guidance to suggest  that engagement is fundamental to an organisation and there are elements to engagement which help support an engaging culture.  These factors which drive engagement in organisations, such as a shared purpose, and an understanding how our roles are incorporated to the business aim.
The management of employees plays a pivotal role in engagement, ensuring autonomy supporting individuals to complete outcomes without too much management intervention and micromanagement.  In the decades after industrialisation there is a reduction in command and control management. If an employee is encouraged to plan for themselves and consider various outcomes, perhaps scenario planning, this way of working is more prevalent in the uncertain and volatile times we live and work in. Concluding an outcome to achieve a goal is empowering and therefore engaging.  To support this outcome the employee needs to be provided with the appropriate training and support, feedback, and guidance. There is greater diversity in the workplace in recent times and managers are tasked with understanding the needs and motivators across generations and cultures. 
Research gathered by the IES highlight the importance of employee voice and the ability to be heard and influence, giving individuals a sense of value.  In the review by (MacLeod & Clarke, 2008) reports that voice is key to engagement, to ensure that employees are included in decision making. Employees can be a valuable source of suggestions and listening to employees develops a culture of openness and honesty. 
According to the (CIPDb, 2012)  with wellbeing high on the agenda both physical and mental and an increase in stress at work employee’s engagement is increased with a holistic approach to employment.  Ensuring the employees are happy at work is likely to increase attendance and the likelihood of suffering stress.  When workers are feeling vulnerable, trust is imperative especially prevalent when there is economic uncertainly as with the current recession announced recently, the first in ten years. Therefore, the management skills of today need to be catered for not only academically but also a high level of emotional intelligence, trust, and integrity. In a recent article which refers to research carried out by Kenexa (Wayne. PA, 2008) finds that trust in line management is an enabler for engagement. 

Question 2 
Demonstrate your breadth of knowledge with a critical analysis of examples of employee engagement in practice. In so doing, discuss businesses/organisations that are reputed to have best practice examples of employee engagement or indeed the contrary. 

Studies have shown that good line management is a driver of engagement.  Feeling valued, developed, rewarded, and praised with regular feedback. (Bailey , Madden, Alfes, & Fletcher , 2017) 

According to a survey NHS Line manager were rated 3.77 out of 5.  Those in the role may not have been originally recruited for this purpose, thought the report suggests that they provided an outstanding performance in the roles for which they were recruited. (Robinson, 2018).  It is essential that HR provide a supportive role to ensure the managers are provided with the training and development required.  Carrying out performance appraisals will help identify key areas of skills gaps.

A well-known example of a good employer with substantial employee engagement is the John Lewis Partnership. The company operates by listening to the employee, voice, and have several committees for this purpose sharing information and power.  The profit-sharing scheme means that staff will be motivated to achieve goals with annual profit and pension schemes. 

The London Ambulance service was documented as one of the 200 best companies to work for by the Sunday Times article (Shah, 2020).  The information goes on to state that being listened to supports a sense of belonging in the organisation and furthermore the understanding that each employee is making an impact.  50 million pounds was invested in the organisation following the company being viewed in a negative light, bad press such as poor response times contributed. Senior Managers were honest about the state of the business and called together the unions to agree a way forward with transparency which let to a culture of trust. Staff were involved with the decision making and the grievances and disputes with the unions became something of the past.  With collaborative working this trust became the first to be commended with a “Good” rating from the Healthcare commission.  This practice is known as  transactional engagement is where the organisation has ensured that employees have a voice, as mentioned by (Taylor, 2019), where engagement is considered everyone’s responsibility.  

The case study of JCB have found that engagement is the core of their success when managing in uncertain times.  During the credit crunch of 2007 a fall in the construction and housing market let to redundancies at the organisation.  The organisation was at risk of losing a majority of their skilled and knowledgeable workers by way of redundancy until GMB union stepped in to propose a shorter working week for six months.  
Following this period of uncertainty JCB has been meeting with staff to communicate business decisions and is openly engaging employees.  The employee’s inclusion ensured the business sustainability.  Engaging employees to support solutions promotes creativity and the ability to adapt in uncertain times. 


Question 3 
Referring to relevant theories/models of change management discuss the impact that the coronavirus pandemic has had on the UK workforce (including relevant evidence and statistics to underpin the points you make). Make predictions of the future impact on employee engagement in the next 12 months. 

Change management in organisations is often constant and evolving and the drivers are recommended in a recent factsheet (CIPDc, 2019).  Change management can identify opportunities, support downturns in business.  
With the recent Coronavirus, emerging technological developments have exceeded forecasted timescales. Organisations have had to adapt quickly with technology to support demand, customers services have adopted software such as chat bots while employees have been furloughed or shielding unable tow work from home. With the current uncertainty many organisations are challenged to continue working as they were before COVID. 
In recent times there has been a greater emphasis on health and in the climate where Coronavirus is a threat to those with serious health conditions and older workers it has never been more important to ensure change incorporates a focus on the health of the worker (HM Government, 2019). In the report there are recommendations to support your employees to manage health conditions. The report sets out the legal guidelines and information relating to legal obligations and best practice. 
Due to the Coronavirus many workers have been advised to work from home “if they can” and to shield.  While we are approaching the end of the current shielding, August 16th, there is a likelihood that with the winter approaching the cases of infection will rise again and another suggested period of shielding will begin.  There is current speculation that the government will advise those over 50 to shield which would mean that there will be continued emphasis on working from home, flexible and agile working so that business can continue.  According to the World Economic forum older workers continue to be an “untapped resource” (World Economic Forum, 2019). In this article it suggests that flexible working increases productivity by a staggering 82%, job satisfaction is 58% and retention is 32%, which implies that while learn to deal with this serious threat, we are adopting more engaging techniques of working. Working practices that increase performance and reduce turnover are likely to improve profitability and stability in a period of recession. According to Forbes there is “no turning back” to a time before flexible working (Forbes, 2019). This way of working forms part of what is termed as “The fourth industrial revolution”.  It is stated that now 92% of millennials want to work flexibly when looking for a job. There is a higher level of women in the workplace 80% of these prefer flexible working options. As in the past few months Organisations are dealing with parental issues such as childcare, lack of support for parents.  In these instances, we have a duty to be creative to accommodate working parents, perhaps additional flexibility around core hours, early starts and long lunches during the working day.  Utilisation of polices such as parental leave which help employees continue to feel engaged. 
Technology will change the way we work more rapidly than predicted.  Investment in addressing skills gaps will be required with a focus on staff development to meet the changing environment needs.  As predicted by Sage (Sage, 2019) there is a 43% likelihood that we move to Cloud working, 36% increase of mobile working, 24% increase of self service systems.  In the case of HR while technology and chat bots reduce demand on HR professionals to respond to queries and information, the focus will be on developing in areas such as technology and wellbeing. 
Question 4 
Explain the interplay of culture and employee engagement. Drawing on relevant literature set out what culture is, how it can impact on business performance and the role that culture has in determining how engaged a workforce is. 

Organisation culture is set of values, beliefs and traditions shared by the same group of people.  In the factsheet Organisational culture and culture change (CIPDe, 2019) culture is at the heart of all we do at an organisation, systems and process allow us to reinforce culture, such as performance and reward but practices and polices alone will not influence culture.  A positive workplace culture will empower employees to be motivated to perform to their best of their abilities.  Positive work cultures can attract top talent, with each engaged employee championing the organisation.  Engaged employees promote a positive customer service experience. 
Statistics gathered suggest that respondents state 65% of organisations believe that culture is more important than organisational operating strategies  (PWC, 2018). 80% of respondents suggested that their culture has to change and evolve to retain top talent and succeed over the next five years. 
In his book (Mullins , 2016, pp. 546,547) describes culture as an “intangible asset” which increases or reduces value.  He continues to state that management systems fail to take into account people behaviours influenced by culture.  
With the globalisation of organisations culture will be less nationalised, initially travel and technology impact the “way we do things” and this could lead to higher level of competition in our culture. 

a. David Ulrich’s Business Partner model has attracted much debate since its inception in 1997. Provide a SWOT analysis of this particular HR Model.
The most talked about Business Partner model is the model by David Ulrich and is referenced in the book by (Rees & French , 2016, pp. 24,25) he suggests four key roles that HR need to implement such as, strategic partners, administrative experts (shared services), employee champions, change agents.  Business patterning puts an emphasis on working with managers and with a measure on outputs, the aim to increase effectiveness. These are demands on HR generalists to work at a strategic level rather than front line, where their expertise and knowledge lays.  In an article written by Cook (Cook. Andy, 2019) he suggests the model fails when dealing with Industrial and Employee relations, he believes that HR relationships develop at ground level, face to face rather than remote working of shared services.
The CIPD report (CIPDf, 2007) suggests that only 30% of organisations has adopted this way of working which is most suited to the public sectors.  Billions of pounds have been spent on the model known as “the three-legged stool”.  On a review of this model many organisations believed that getting the operational functions of HR right was more important than strategy. 


During the CIPD Festival of Work CIPD (2020) Mary Towers of the TUC stated that ‘4 million people are currently employed in insecure work in the UK’. Dr. Rochelle Hayness stated in the same conference that ‘contingent workers have been hit the hardest during the COVID pandemic’. ‘During the period 9 April to 20 April 2020, the OPN found that 45% of adults in employment said they had worked from home at some point in the last week’ ONS (2020). With all of this disruption in mind set out your views on the challenges associated with working not from home but working at home in these difficult circumstances and how have employers responded to this.

In the report by the CIPD (CIPDf, 2020) there has been a worry drop in the wellbeing of employees.
Part of the problems with working at home, 35% of workers have stated  the feeling of isolation and loneliness, work has been a social activity in the past, though with recent work trends there has been a higher level of home workers in the gig economy. 

Problems working at home could range from interruptions from the community, a knock at the door from deliver workers is commonplace at the moment.  

29% of individuals have cited motivation an initial problem when trying to establish the collaboration of home and work. 

Organisations need to adapt technological solutions to ensure employees stay in touch.  Managers need to be sure they develop their soft skills of management so that they are not micromanaging staff and demanding immediate responses.  As a general rule this would be normal office working practice.  A large part of how we work and engage is with trust and we have to trust workers will meet the workplace demands.  As flexible working has been considered a retention factor then we have learn new ways of working with employees and clients. 

b. Mullins states corporate social responsibility (CSR) is ‘…broader responsibilities which are both internal and external to the organisation.. Mullins (2019). The CIPD state : 
Corporate responsibility (CR) is concerned with the sustainability of an organisation over the long term. At its core, corporate responsibility seeks to add value to an organisation's activities by ensuring they have a positive impact on society, the environment and the economy. The traditional model of CR includes the workplace, marketplace, community and environment. 
CIPD Factsheet, Corporate Responsibility an Introduction CIPD (2019). 
Deloitte go one step further with their views that CSR has now progressed to ‘social enterprising organisations’ in their Human Capital Trends report Deloitte (2019). With all of this in mind critically evaluate the current business climate from a CSR perspective.
Corporate social responsibility (CIPDg, 2020) encompasses an organisations sustainability, ethics and how it operates in the wider community.  The factors to consider are environmental, workplace, marketplace. There is an increasing demand for organisations to become an employer of choice, and consider the global environment in regard to Corporate Social responsibility  (Webber, 2008) defines this as “a concept whereby companies decide voluntarily to contribute to a better society and a cleaner environment”.  There are increasing demands along the supply chain to ensure CSR. We need to be aware of how we operate corporately will affect the planet such as environmental disasters. 

b. In the current throws of a global pandemic and with a recession around the corner ‘burn-out’ is a significant concern for many employees. Google recognised this as a threat to the wellbeing of their employees some years ago and instigated a ‘Dublin goes dark’ project, whereby everyone was encouraged to leave work at 6pm, hand in their laptop and not work after hours. Innocent smoothies have a ‘last-leaver-pulls’ lever in a bid to deter late workers. Explain the complexities of ‘burn-out’. What reasonable steps can an employer take to safeguard their employees from burn-out? Bock (2016).
With technology being more prevalent in the workplace and home it is necessary to ensure that organisations mitigate the harmful effects of a technology overload. (Maggie, 2020).  A rise in presenteeism has led to a risk of mental health issues.  Individuals are feeling pressurised to work outside normal working hours. Organisations need to ensure employees take regular holidays and risks are constantly assessed. Managers can also play a role in identifying the early signs of mental health issues. 40% are currently working through illness as they are working from home and don’t feel ill enough to take time off. 
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