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Background information 
The primary aim of this essay is to understand and explore Employee Engagement and to find out the importance and impact it has on the day to day running within the organisation.


Understanding Employee Engagement 
Taylor and Woodhams (2016) explain that there are several characterisation that could be used to define employee engagement. They explain that the meaning of employee engagement, can be explained as an essential perception in the effort to recognise and describe both qualitatively and quantitatively the relationship between the organisation and its employees as a whole.   Kahn 1990 stated in Taylor and Woodhams (2016) suggests that employee engagement is explained in three ways.   They go on to explain that the definition of employee engagement known to them would be; Physical, where this is expressed through high levels of energy.  The next Cognitive, where this is explained as happily engrossed in ones work and that it is possible for one to find difficulty dethatching oneself from work and the third they explain as Emotional, meaning that there is such a strong involvement, the individual will feel a sense of enthusiasm and drive.

CIPD (2014) defines employee engagement as a combination of commitment to the organisation and willingness to help out colleagues.  Engagement is something the individual has to offer it cannot be part of the contract and is from within.  It can be said that employee engagement is explained as desirable circumstance which has an organisational intention that represents passion, commitment, enthusiasm, involvement, focused energy and effort, so it contains both attitudinal and behavioural aspects within the organisation.  ACAS (2012) states that trust is the key to all organisations.  They go on to say that there have been many well documented gainful benefits of developing trust within organisations.  They suggest that Employees who trust the organisations they work in tend to demonstrate behaviours such as sharing information and working well in teams. These employees also have higher levels of job satisfaction, are more likely to recommend their employer to others and are less likely to leave the organisation resulting in low employee turnover and a more positive employee morale. 

MacLeod (2009) documents that employee engagement goes straight to the heart of the organisations relationship between the employer and employee and it can be seen to be a key to unlocking the productivity and transforming the working lives of so many employees being beneficial in both person and financially.  Taylor and Woodhams (2016) explain that the research done by the CIPD suggests that employees can engage at different levels of working environments.  They explain that those levels are explained as follows:
Emotional engagement, this is where the employee is attached to all aspects of their work.
Transactional, this is where the employee is happy to engage to a certain level but will not commit themselves to the organisation, especially if they get offered something more beneficial to them elsewhere.  

A contrast of different types of engagement within the workplace can be clarified by Netflix, knows as an over the top production company.  Netflix (2020) explains and suggests that by recruiting the correct people that are suitable for the job that was advertised in the first place, would be more favourable to them in the long run of things.  They go on to say that by employing in this way, it will reduce the amount of time and costs that they spend on policies trying to make things function and work out right.  They go on to say that allowing individuals to work through context rather than being controlled, this meaning, that if they can link the job they do, to what the company is trying to accomplish, the employee will do a better job in the first place and have satisfying outcomes overall.  Nevertheless, within the manufacturing company I work for, Corgi Hosiery Ltd they would be describes as a more transactional style of engagement.  Even though they do appreciate employee engagement, they do not consider it to be an important aspect of the day to day working environment.  They do not recognise that it is important and feel that it would be more appropriate that the organisations aims are to meet production deadlines and financial benefit first.

Employee engagement is vital part of the HR strategy.  There are several reasons to be an effective leader, it is paramount that to lead by example and not only have a positive attitude within the workplace, It is also important that leaders in themselves are to be compassionate to their staff when required and this is highly important for the cultural element of the organisation (CIPD 2020).   

Illes & Matthews (2015) highlights that maintaining and building trust within organisations, can be seen as somewhat challenging.  They go on to say that within society itself, trust and respect is paramount for daily life.  They go on to explain that it plays a huge role in effective teamwork.  Depending on the trust within an organisation depends on the quality of work delivered and carried out by the employee.  Furthermore, they go on to say that employees thrive when they feel secure and engeged within their workplace (Illes 2009).

Taylor and Wodhams (2016) state that some factors of engagement can be described as building blocks.  They go on to say that these blocks can be regarded as fundamentals for engagement and highlight a number of suggestions for policies and practice.  An explanation of which can be seen as;
 
A strategic narrative, this giving employees a line of sight between the job and its 
Organisation aims. 
Engaging Managers, treating people as individuals and who ensure work is organised efficiently so that the employees feel valued.
Employee Voice, ensuring that listening is an important part of the day to day running.  Safeguarding employee voice and making a difference.  
Integrity, A belief among the organisation and its employees by allowing the organisation to live its values and that adopted behavioural norms are adhered to, resulting in positive results of trust.  
Even though the organisation cannot make employees establish an emotional connection with the organisation, it is important that management create an environment that becomes positive to let employees mould into the atmosphere (Taylor and Woodhams 2016).  However, according to CIPD (2014) stated in Taylor and Woodhams (2016), they say that employers want engaged employees because not only does it make it a happier and healthier environment, it also improves the business performance.

However, Questback (2020) suggests that Misalignment between employee performance and business objectives could possibly slow down the company’s growth no matter how engaged the employees are.  They go onto say that ensuring your employees are working together in the same direction starts with manager communication.  It is highly important that first, managers must communicate the organisations goals and principles that are in place.  Secondly, managers must create a link between the employee’s day to day responsibilities and the organisations goals, and then convey that link to each employee. By doing so, it helps employees understand how they are working toward those business goals that are expected of them.  By ensuring alignment between both parties, it is important to feed back any relevant information and this can be done through KPI, annual reviews or even during the probationary period.  This communication must happen with each and every employee so that rules and regulations are followed from day one.  This will avoid any bad habits that may be formed. Ensuring that the relevant questions are asked and making it clear that managers are open to being asked questions.  This could be a simple as, the understanding of what the organisations goals are to the understanding of connection between the employees’ daily goals.  By following there practical issues, this ensures that this will help with the alignment between both the Leader and Employee. 

[bookmark: _GoBack]ACAS (2012) explains that relationships that are built on trust between the line manager and the employee is vital towards positive employee engagement.  ACAS (2012) suggests that not only is it the managers’ role to ensure and promote employee engagement.  They advise that in workplaces, trust is a must and must be respected between employees or union representatives then following through the trust between the representatives through to HR and the management team.  By doing this, it will have a positive relationship between the parties and this will help support all aspects of the business.  As an employee, it is highly important that you feel trusted by your manager and your colleagues within the workplace. Trust needs to be established, recognised and fixed within all of these relationships.

Myers (2017) stated that within an organisation industry, leadership and management roles can sometimes be misleading. Many people see managers and leaders as the same; furthermore, they would be seen to both equally want to guide and push people to achieve their individual and organisational goals, however this is not always the case as some see them very differently. This is apparent by the work of Nieneber (2010) where they emphasise that even though sometimes leadership and management roles have similarities, leadership roles are generally more flexible, they are the driving force for new directions, whereas managers have more constructive tasks to follow.  Even so it is important that they are able to engage with people. 
 As a manager of a company I would look to develop a culture of professionalism, mutual trust, respect and support by ensuring that a strong managerial structure is implemented. I feel that this structure must incorporate good communication links between management levels and behaviour influenced by the promotion of a professional culture. I would hope that the professionalism that I would show my role can infiltrate through to my colleagues.  Encouraging teamwork can benefit the whole organisation as it encourages mutual trust, respect and support amongst members of staff. This helps to create a culture where nobody wants to let other members of the team down and the day to day running becomes comfortable and production targets are met.  The company is jointly managed by two managing Directors. One leads on the manufacturing of knitwear whilst the other manages the production of socks. A designer works alongside each managing director to essentially help manage each side of the business. Asides from that, the company structure can be described as functional with managers of other aspects of the workplace, for example, health and safety and human resources directly reporting to the Managing Directors.  My role within this company is to advise Human Resources and to ensure that all legal aspects of what is expected within the company to be up-dated so this explains the concept of how important is to ensure that the correct leadership styles are followed.  

Each company is required by law to have the relevant policies in place to help companies to adopt a correct leadership approach, failing to do so could mean that in the event that something was to go wrong within that company, then there would be little evidence available to defend the company’s actions.  According to the legal requirement of policies relating to Diversity, Equality, and Discrimination, the organisation must have a policy in place which includes arrangements for dealing with such instances.  Most organisations would provide a company handbook which contains relevant policies and procedures relating to that workplace, this must be made freely available and communicated to all members of staff.  It is often a requirement for employees to sign to state that they have read and understood the company’s policies and procedures.  However, Many of the proposals in the Taylor good work plan, has also had a significant impact on many employees with matters such as worker status, holiday pay, zero-hours contracts, the minimum wage and working time. When the Government published its initial response in February 2019 it promised a positive outcome for employees (Taylor 2017).

From published information, it is known that several years ago and some to this very day, Male employees were paid far more than female employees.  With the good guidance of feedback, culture change has improved significantly over generations.  This is by allowing employees to become more expressive in the workplace and has had a positive impact on engagement and organisation performance.  CIPD (2020) confirms that the good Work Index draws together valued vision into jobs and people’s skill of work, notifying the actions of the workers, employers and policy makers to help make work a force good for everyone.  They go on to explain that since 2018, the CIPD has been measuring job quality through its comprehensive UK Working Lives Survey and this is done through workers of many different sectors.  Each individual was expected to answer data about key aspects of their work and employment.  CIPD (2020) confirm amongst other things, data from surveys did confirm a drop in wellbeing and highlight some jobs are better than others.  They go on to say that the COVID-19 pandemic is a matter for us to re-evaluate how we work.  This has allowed employees to work from home on the trust basis of the employee.  Even though many employers did not feel that this was the correct way to work but was made by law a must to work from home. By allowing this this has built the trust between both parties and will for the future probably become the normal way of working.  

Taylor and Woodhams (2016) enlighten that the future of employee engagement may be particular difficult in times of economic uncertainty.   An explanation of this could be due to the current Corona virus pandemic taking place.  This is triggering so many people to lose their jobs causing high unemployment rates.  This will have an impact not just now but for future employee engagement.  This could be work place related or just personal issues within impacting the possibility to engage.  Even though employee engagement is seen to have many positive outcomes within organisations there is still a long way to go.  For positive future development within the organisation, it is important that the correct tools and guidance is used within the organisation to keep employee engagement going.  It is obvious that both managers and leaders have a key role to play in creating and sustaining engagement throughout the workforce.  This would need to be part of their overall approach in managing people (Taylor and Woodhams 2016).


Conclusion

It is obvious that over recent years employee engagement is becoming more prominent and organisations are seeing that it has a positive effect on the business.  However, I do feel there are gaps within one’s self engagement, Wellbeing is slightly not where is should be today.  Even though organisations class wellbeing a part of engagement, I do not think it is.  
Sometimes even though the organisation may have a well-established review and practice on employee engagement.  If the individual suffers from uncertain strains if wellbeing then it would be difficult for that individual to engage 
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