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[bookmark: _Toc99002656]summary
Although my report starts from an aspect of human resource engagement in general. But as I looked into it, Organizational culture change and development, Recruitment Selection and onboarding, Performance management, Employee engagement, managing equality, Diversity, equity and Employee wellbeing are closely linked and inseparable in the whole process of human resource management. It cannot be said that the best part alone can solve the problem. These six links complement each other.

It can be imagined that with the improvement of employee engagement, employees will also have higher requirements on themselves. For example, to learn something to further improve their knowledge and various skill levels. In this way, it can also create greater value for the organization and promote the development of the organization. On the other hand, with the improvement of employee engagement, employees will have a better job completion, thus improving the satisfaction of customers, namely tourists. Realizing the social significance of museums is a very important virtuous circle.
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The study's conceptualization of employee engagement was guided
by Kahn's (1990, 1992) ethnographic theory of engagement (also see
Rich, Lepine, & Crawford, 2010). Employee engagement is a key factor for an organization to attract and retain excellent employees, achieve organizational goals, and shape a good image of the organization. This paper will discuss what is employee engagement, the influencing factors of employee engagement and its impact on the realization of organizational goals. In that perspective, engagement is defined as “the simultaneous employment and expression of a person's‘preferred self’ in task behaviors that promote connections to work and to others, personal presence (physical, cognitive, and emotional) and active, full performances” (Kahn, 1990, p. 700). Through the analysis of National Museum of China, this paper discusses how to improve employee engagement and puts forward some ideas. Employee engagement thus involves the simultaneous investment of physical, cognitive, and emotional energy at work (Kahn, 1990, 1992), which studies have shown tends to be associated with better job performance (Breevaart, Bakker, Demerouti, & Derks, 2016; Christian, Garza, & Slaughter, 2011; Ho, Wong, & Lee, 2011; Zhong, Wayne, & Liden, 2016).
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The National Museum of China is the only National Museum of nationalities in China.
It is a non-profit institution owned by the state and open to the public free of charge. All its operating expenses are appropriated and regulated by the state's special fund.
It features a concentrated display of the cultures of China's 56 ethnic groups in one museum,
First of all, it shows the development history and characteristic culture of 56 ethnic groups. In addition, the Museum of Chinese Ethnic Groups also collects, displays, researches, services, education, foreign exchanges and other functions. It is the collection center of the material and intangible cultural heritage of The Chinese nation. The exhibition center of China's national political, economic, cultural and social life; Research centers for national history and culture; National Information Consulting Service Center; The base of education and dissemination of national knowledge, national policy and patriotism; A window for foreign cultural exchange. In addition, the National Museum of China is the most authoritative center for the collection, display, research and protection of ethnic relics in China. It has become the data and information center of China's ethnic minority cultural heritage, and undertakes the training of senior talents in the field of Ethnic minority culture and museology, and the responsibility of providing consulting services for relevant social work.
The National Museum of China has employed a large number of high-level politicians, celebrities and famous scholars at home and abroad as consultants and invited experts and visiting researchers, which has laid a talent foundation for business construction and career development.
The internal institutions and responsibilities of the National Museum of China. The National Museum of China has 9 institutions: Office (Personnel Department), Finance Department, Engineering construction Management Department, Collection Department, Historical and cultural Heritage Department, Intangible Cultural Heritage Department, Exhibition Department, research Department, and information center. Among them, collection Department, Historical and Cultural Heritage Department, Intangible Cultural Heritage Department, Exhibition Department, research department, information center six institutions as business departments. The positions of the staff are divided into two categories. As a public institution, the staff composition of the museum is mainly divided into management personnel, professional and technical personnel and workers. Some museums also have some professional and technical personnel as management staff.

In China, museums are public institutions under the direct administration of the state, so currently the recruitment method is generally adopted by the government examination.
There are major restrictions for different positions, as well as requirements for education, age and place of birth.
Through the online open registration to provide resume and the corresponding academic certificate information, and the applicants for qualification examination, including personal files whether there is a record of violating the law.
The exam consists of two rounds, a written test and an interview.
After passing the exam, a physical examination will be carried out, and the list of admission personnel will be published on the official website, and the date of public display of the list should be more than 7 working days.
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In 1954, American management scholar Peter Drucker defined the concept of human resource management. He believed that the object of human resource management is the human resources owned by enterprises, and gradually formed the theory of human resource management in the subsequent research process.
At the beginning of enterprise management, personnel management first appeared, and human resource management is constantly formed and developed on the basis of personnel management.
About Employee engagement. Kahn proposed employee engagement in 1990: employees' recognition of their role in the organization and their ability to fulfill their responsibilities. Domestic scholars believe that employee engagement is a positive and lasting emotional and motivational arousal state of employees to work. Employee engagement enables employees to be fully engaged in their work, feel happy, proud and encouraged in their work, and they are not easily tired in their work, have strong endurance and are willing to make extra efforts in their work.

[bookmark: _Toc99002660]Influencing factors of employee engagement

According to the analysis and summary of "influencing factors of employee engagement" in various theories, I divide the influencing factors of employee engagement into three aspects: individual factor, work factor and organization factor.
Therefore, I will discuss how to improve employee engagement from the three aspects below.

● Individual factors
People are complex animals. Everyone's innate character and ability are different because of the different environment in which they live and grow up. Under such preconditions, everyone's identification standards of "dedication" and "own dedication" are very different. How to have a unified and publicly recognized standard needs to be negotiated and unified by the human resource management department. It is necessary to help everyone to have a unified understanding.

● Work factors
Employee engagement has a positive effect on employees' sense of work value. There is a contractual relationship between employees and enterprises. The psychological state of employees depends on how much they identify with the enterprise. What is more important is whether the job is suitable for employees' own conditions and acceptance. These two indicators are very important. I think this point and human resources in the recruitment period is very important at the beginning of the process of selecting employees. In general, from the perspective of work factors, I think employees' cognition of working conditions and work value will affect their engagement.

● Organizational factors
Employees work in a large system organization. Therefore, I believe that the structure of an organization has many different effects on employee engagement.

· Leadership style.
Leadership style has a significant positive impact on employees who care about their own value, employees who long for leadership recognition and employees who require personal development.
Therefore, a leader should have a good leadership style and keep improving, and employees' engagement will keep improving accordingly.

· Team atmosphere.
An organization with a good teamwork atmosphere is easy to make employees have a sense of belonging to the organization and improve employee engagement. Simple interpersonal relationships at work allow employees to focus on their work to the maximum extent. Save time. Ability to focus on one's own field of work.

·  Management mode of organizational structure

Whether the structure and operation mode of an organization are reasonable affects employee engagement. Reasonable organizational structure and system will make employees feel safe. Reasonable management mode will make employees have a sense of conviction. Fairness in distribution system and decision-making will give employees a sense of fairness, which can improve employee engagement.

There is a positive relationship between employee engagement and the realization of organizational goals. This shows that employees have a high degree of engagement and the organization has a strong ability to achieve goals. On the other hand, low employee engagement leads to poor organization's ability to achieve goals.
Employees with high engagement will be more motivated and engaged to complete their work. If the majority of people in the organization work hard to achieve the goals, then the chances of the organization being better at achieving the goals are increased. On the contrary, if the employee's engagement decreases, the employee will show the state of burnout, laziness and low efficiency at work.
Some employees may even leave, and the perceived probability of achieving the organization's goals declines.
At the same time, we can expect that the improvement of employees' engagement can improve their working ability, which will bring about the growth of personal career and promote the positive cycle of the organization.

Take a museum as an example. When a visitor is satisfied with the exhibition layout, service level and staff attitude of the museum, he or she will introduce the museum to more relatives and friends around him or her, which leads to a higher degree of discussion and more visitors, and finally gives full play to a series of social functions of the museum.
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1. Innovation Performance Management
Museums are different from other for-profit organizations. Museums are non-profit projects of the government, and their salaries are mainly funded by the government. Therefore, in performance appraisal, employees cannot be paid according to the benefits they have achieved for the company.
At present, from the perspective of the museum's process regulations, only the visualized part can include the stipulated commute time, fixed daily tasks and specific tasks assigned by superiors.
Such a long time down, it is easy to dispel the enthusiasm of the staff. Burn out your enthusiasm for work. Finally, it will lead to procrastination, boredom and no passion for work.
Through the public information, I found that the library currently mainly sets up two types of posts, namely management posts and professional and technical posts.

In terms of management posts, the promotion of management posts in public institutions is similar to that in many party and government departments, which are promoted according to grades. Management positions in public institutions are divided into ten levels, from low to high from level ten, level nine all the way to level one, from the clerk, section member, deputy department to the main hall, deputy department, department of ten job levels. According to the specification, scale and subordination of the public institution, the number of employees at various managerial posts of the public institution shall be set according to the authority of cadre and personnel management. When attending a job, it is 10 class commonly, corresponding clerk, internship expiration is 9 class, corresponding section member, according to record of formal schooling is different, internship period length is different also. However, because the senior management positions are limited cadre personnel management authority, only part of the business personnel can be promoted to senior management positions. As a result, the promotion channels of employees are severely limited by the growth of working age, which is easy to discourage the enthusiasm of some young people.

My personal suggestions are as follows: 1. Formulate some examinations and selection with high professional level, and incorporate the scores into the reference standards for staff promotion, so as to increase the weight of scores in the reference standards. 2, for special outstanding personnel, or outstanding contributions to the personnel to have some exceptional rewards, money or professional titles are very good rewards. Can encourage employees to work enthusiasm.




2. Pay attention to the positive correlation between employee satisfaction and engagement

Through relevant data analysis, some researchers have concluded that job performance plays a transmission role between employee engagement and job satisfaction. This paper argues that employee satisfaction and employee engagement can influence each other, and employee satisfaction is the key factor in the interaction process. This is because the improvement of employee engagement does not necessarily improve employee satisfaction. For example, if the employee's engagement is improved, he or she will work more actively and enthusiastically and invest more in the organization. However, if his or her contribution is not recognized by the organization, he or she will naturally be frustrated and the employee satisfaction may decline.
But on the other hand, the improvement of employee satisfaction will definitely improve employee engagement. When employees' satisfaction is improved, they will feel happier and have a stronger sense of identity with the organization. Naturally, they will be more serious and active in their work, thus enhancing their engagement. However, the improvement of employee engagement will promote the improvement of performance and react on employee satisfaction, forming a virtuous circle.

The influencing factors of museum staff engagement include not only their own understanding, but also the support they get from their families and colleagues and the high sense of achievement and satisfaction they get from their work. This shows that the museum has done a good job in the management of internal factors in the organization. However, in terms of salary and welfare, work intensity, social identity and other aspects, staff satisfaction is low, which indicates that the hospital needs to strengthen the management of work factors. Museums should reasonably improve the treatment of staff, reduce the intensity of work, and strive to improve social recognition of the organization and museum staff, so as to reduce some social disputes.



3、Reform of recruitment methods:
As a museum with ethnic characteristics, there will be many different kinds of cultures in a museum at the same time, so it requires the staff of the museum to respect and tolerate different cultures, treat different cultures and treat them equally. Assess whether the staff has an open and inclusive mind, which is not reflected in the written test and interview. This is a drawback in the recruitment process.
So I think, in addition to the interview and written test in the recruitment process. The museum also needs to add a psychological test to facilitate the organization to select more suitable candidates for a certain position. In a certain probability first exclude some people with narrow cultural views. This helps to stabilize the overall stable operation of the museum. Let employees have a good working atmosphere, reduce the contradictions between employees, so that employees can use a good working interpersonal relationship environment.
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