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1. Understand the concept of employee engagement.
Academic interest into employee engagement started  with (Kahn, 1990) “in engagement people employ and express themselves physically, Cognitively and emotionally” This suggests that engagement is a three dimensional concept.

The (CIPD, 2014) Defines employee engagement as a combination of loyalty to the organization including its values with a willingness being an organisational citizen willing to help out their colleagues. CIPD research believes that engagement transcends motivation of employees and cannot be part of the contract it needs to be offered and not assumed that all employees will be engaged.

It seems then due to the span of the research on employee engagement is not a fad and is here to stay. The UK government wanted to understand engagement further and commissioned a report in 2008. (Macleod & Clarke, 2009) known as Macleod Report (2009) This used the initial ideas of David Guest and built on the premise of constructing a model of employee engagement. This would then ensure the employees are committed to the organisation and are happy and motivated to contribute to organisational success. This would lead to an enhancement of the employee well-being.
(Purcell, 2010) believes that there are common factors withing engagement:
· Employee trust in management
· Satisfaction with the work itself
· Satisfaction with involvement in decision making
· Relationship between employees and management
· Satisfaction with pay
· Job challenge
· Sense of achievement.
Without these factors’ engagement should not exist in the organisation.

(Taylor & Woodhams, 2016) Suggests that for engagement to evolve it must relate to other concepts and that the following elements will be key to its future:
· Coherent and consistent role modelling from the top.
· Good management at all levels of the organisation
· Two-way open communication from all levels of the organisation
· Collaboration between all employees and departments
· Customer focus, customers and employees are critical to a successful organisation
· The organisations commitment to well being
· Clear accessible HR policies.
These elements should create Organisation commitment, Employer/employee involvement and job satisfaction.

Clearly there are obstacles to employee engagement (Asfaw & Chang, 2019) believe that job security in uncertain times can destroy engagement with even the smallest thoughts or rumours of economic uncertainty. They believe that it would be foolish for organisations to believe that engagement will be sustained by the fact that they still have a job. Employees who keep their jobs when others around them are losing theirs, become preoccupied with self-security and may shut off to the rest of the work force with thoughts of engagement far from their minds.
(Purcell, 2014) and (truss, et al., 2014) believe that there is merit in further research into employee engagement and (truss, et al., 2014) has suggested the following questions:
· What is engagement?
· The link between engagement and HRM
· How can employee engagement be evaluated?
· How does engagement work at group or team level?
· How is engagement understood from a critical perspective?
2. Describe the typical HR, leadership, and cultural elements likely to be found in an organisation characterised by high levels of employee engagement.
Evaluate the need for alignment between employee engagement and other organisational factors.


Although there is no ‘one size fits all’ approach and no master model for successful employee engagement, there are four common themes found in (Macleod & Clarke, 2009). Together, they include many of the key elements that go to make successful employee engagement.

The four enablers of engagement are: (Engage for Success, 2020)

1. Strategic Narrative
Visible, empowering leadership providing a strong strategic narrative about the organisation, where it has come from and where it is going. This Is generally found in an organisations mission statement. It should include the future of the organisation and how the employee fit into that future.

2. Engaging managers
Engaging managers should focus their employees and give them scope, treat their employees as individuals and coach and push them. This relationship is key between manager and employee. Engaging managers should make all employees feel part of the team, give clear objectives, and coach and bring the best out of employees.
Engaging managers give regular, thoughtful, honest, and constructive feedback on our performance.  Managers should encourage good performance and not look the other way if they see poor performance.

3. Employee voice
Employee voice is where the organisation has put tools in place to enable it to have an ongoing conversation with its staff, in different ways, to ensure every voice is heard. It is there to ensure everyone can have their say if they choose to and that someone is listening. This could allow employees that work on projects to design them. Employee voice could be as simple as a suggestion box to whole organisation conversations where topics are discussed, and ideas thrown around by the lowest of the ranks to the most senior.

4. Organisational integrity
Or trust as its better known. Trust is key to high performing teams, and high engagement in an organisation. Organisational integrity is about building trust between the organisation and its employees. Organisational integrity must be top down and bottom up it can easily be lost by an error of judgment. This can be achieved by setting expectations and enforcing them, promoting a culture where truth, information sharing, and consistency are the norm. Regular meetings to set objectives and to review them. Senior managers that are visible and approachable and are willing to get their hands dirty. Trust is key.


The need for alignment between employee engagement and the organisations strategy is paramount (Boss, 2018) Suggests the following employee alignment:

· Align the employee with the role
· Align the employee’s role with the team
· Align the team with the other teams

If these three steps and the four enablers are withing the organisation, then engagement should be high and align with the organisation’s strategy.


1. Explain why employee engagement is an increasingly vital dimension of HR strategy and practice and evaluate the potential benefits, for different parties, of high employee engagement.

Employees who have good jobs and are managed well, will not only be happier,
healthier and more fulfilled, but are also more likely to drive productivity, better products
or services, and innovation. (CIPD, 2019) This ethos is at the heart of employee engagement. Feeling engaged is good for employees and employers. Most definitions of engagement describe employees who are healthier, happier, more fulfilled, or more motivated. The benefit for the organisation is that happier engaged employees, show benefit to a higher performance. (Engage for success, 2012) states that their research shows that positive relationships between aspects of employee engagement and various other business metrics, including customer satisfaction, productivity, innovation, staff retention,
efficiency and health and safety performance.
As well as performance and productivity, employee engagement impacts positively on levels of absence, retention, and customer service. These in the private sector should translate to higher profits.
The benefits of engagement can be seen in the following research:

· Hutchinson and Purcell (2003) completed research on four Tesco stores in the UK. They were the same grade of store.
Supermarkets are measured by the number of customers who make a purchase. The results highlighted those stores where employee engagement was low equalling less sales. The managers in these stores looked to change their practices from a typical command and control approach to allow employees freedom on how they worked and allow them to make judgments for themselves. If queues occurred at the checkout, employees would recognise this as a priority rather than wait to be told to do so. Customers were satisfied and employees felt empowered to have a positive impact.
· a team of researchers led by (Locke & Romis, 2006) compared two identical T-shirt factories in Mexico. The two plants had virtually everything in common, from the products they produced to their economic, social, and political environments to the level of union presence in each plant. What differed between the two plants was the level of autonomy given to factory workers.
In Plant A, workers were given freedom to organise themselves into teams, create work schedules, plan production targets, and divide up the various tasks. In Plant B, the workers were controlled and managed much more strictly, with production schedules and roles dictated by management. Locke and his team found that Plant A was almost twice as productive as Plant B, creating an average of 150 shirts per day versus Plant B’s 80. In addition, Plant A produced those shirts at 40 percent lower cost, despite paying higher wages.

2.  Summarise key sources of employee engagement related data citing different examples.

Hr Professionals use hr metrics to review engagement data. Human resources metrics are key figures that help organisations track their people and measure how effective their human resources initiatives are. Examples of such data include turnover, cost-per-hire, benefits participation rate, and others.
Looking at my own organisation we use a set list of metrics through the IRIS platform. These metrics measure the following:

1. Time to hire: The total days between a new position opening and when it is filled. This measures the efficiency of the recruitment process.
2. Cost per hire: This shows the cost for each new hire. We input advertising costs and HR involvement by hours.
3. Early turnover: Employees that leave within the first year. This data set shows patterns such as department worked, job role, pay rate and others. The data is then raked and shows a visual chart of which department or role is has the highest early turnover.
4. Time since last promotion: This data set gives a timer of when last promoted, it is again useful for tracking turnover.
5. Engagement rating: This is the data set that we input for engagement surveys, it gives a simple rating of 1-5, based on answers given from the survey.
6. Turnover: this data set tracks how many employees leave the organisation by year. The exit interview is also stored here.
7. Absenteeism: This is a good indicator of non-engaged unhappy employees. This data set shows us if there is an issue withing a certain department or job type. It also works out a percentage to track sickness patterns called the Bradford score.

There are many other data sets or metrics used within organisations. Some organisations drill down the data further like Apple. Apple use a data sets like profit per employee and HR cost per employee (O'Brien, 2019) Google go even further with around 50 data set metrics looking at distance from home, Training efficiency, labour cost percentage of revenue generated.


5. Outline the findings of recent studies on employee engagement, including factors which influence engagement.
The recent study (CIPD, 2017) employee outlook indicates that 35-39% of uk employee are engaged. 59% of UK employees believed they would not lose their jobs and that they were stable. It would be interesting to know what that figure is now due to Covid-19. 76% believe that conflict, 76% believe that sickness, 70% believe that stress were the main factors for non-engaged employees.
This study did not factor in the differences between genders. To see this data (Reissova, et al., 2019) completed a study to ascertain the differences in engagement between genders. This study looked at satisfaction in the workplace, loyalty to the organisation, confidence in management and absence and turnover. The study concludes that there were no statistical differences between genders, however it did find that women do not consider leaving their jobs more than men and show greater loyalty to the organisation. It seems apart from loyalty there were no significant differences to engagement by gender.
Looking at age demographics (Avery, et al., 2018) suggest that if you surround younger, reliable and enthusiastic employees with aging employees then a reduction in turnover, absenteeism and employee theft might be seen. This would intern enhance customer service, safety, and performance. 
The last report I looked at was (HR research institute, 2020) gives a list of measures need to raise the engagement in any organisation:
· Measure engagement more than once a year
· Use a range of recognition programmes
· Instil good leadership
· Provide opportunities for growth
· Have clear communication 
· Have leaders and HR drive engagement


6. The future of employee engagement

The future of employee engagement will be a tough slog even though the premise and steps suggested throughout the research seem simple. (CIPD, 2014) but we all know change is difficult and time consuming, Cynicism has to be overcome. Management egos must be managed. Tie in trying to do the right thing and follow the steps while being dragged in a thousand different ways by the day to day work that must completed. For engagement to work the culture will need to change and this as we all know is a long-term goal and cannot be changed overnight.
(Cheese, 2015)  stated “many questions remain and there often still seems to be too much debate on what really drives engagement and how and even whether it is open to robust measurement. What is certainly true is that the motivation and alignment of people to a common cause, to contribute more of themselves, to support each other, are important principles of any successful endeavour and as old as the hills - from rousing
Shakespearean speeches on the battlefield, to the ancient pursuit of team sports. People
feel better when they are engaged, work better, and live better”. 
I agree happy motivated people do work better, the difficulty here is getting people motivated and happy. This I believe is in the whole an unreachable target. People are not same, if we follow the simple steps suggested to achieve employee engagement, not all people would be happy and motivated. The steps to enlightenment forget to consider what happens in people’s personal lives. As a profession it is not considered that an employee that is not engaging has for example, lost a loved one or has family issues. Whilst this non engaging person is having issues outside of work it is impossible for them to be a happy and motivated, engaged employee.
(Bernard, 2020) wrote “We know in our hearts when we’re engaged, and when we’re not, be that at work, or in everyday life. Employee engagement can be hard to measure, because we’re searching for hard proof points in the messy intangibility of what it means to be human and to feel motivated”.
That is a key point for me the messy entanglement of what it means to be human. Add in to this the Global pandemic. We are not certain how long the global restrictions will last but the future of work is not certain, never mind the future of engagement. I believe that the how we work in the future will need to be looked at and this in turn will influence engagement. (Kamouri, 2020) Before the pandemic 3.6% of the recipients of the survey worked from home, now the number 56%.
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