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Engagement in the employee is more than just having a good time. Rather, it is the commitment that employees feel for a firm. If an employee is devoted, he is driven, productive and, above all, he cares about his work and the success of the firm (Mankin, 2009).
A company's entire success depends on its employees' commitment. Done well, it results in a "family" of employees who are driven by emotion rather than their pay or forthcoming promotion.
Along with higher productivity, better employee retention, and less labour expenses, one will be able to observe everyday improvements in employee behaviour. It might be the employee who always gives exceptional customer service, regardless of the situation. The people that work in the shop to keep it running smoothly. The co-worker who does the overtime without questioning the reasons or executes top-level responsibilities without supervision. Once management starts engaging their workforce, they may instantly start experiencing the rewards of this endeavour.
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Organizational culture
Culture has a substantial effect on employee motivations and engagement levels, and both engagement and culture are influenced by dominant leadership and management practises inside the firm (Armstrong & Taylor, 2020). The capacity to communicate one's thoughts and ideas is an important component of employee engagement, especially in a firm recognised for its innovative culture. Alternatively, an organisational culture centred on operational performance might incorporate engagement aspects relating to cooperation and execution (Swart, et al., 2015).

Industry
If one asks managers at two different organisations what drives their people engagement, you may end up with two entirely different lists. For example, an employee of a charity may need the job to be relevant and tied to community goals in order to be recruited. On the other side, an automobile worker might prioritise safety at work and connections with co-workers. Like organisational culture, an employee's engagement variables are impacted by the industry they work in and the colleagues around them.
Employees may have a variety of ways to get more involved in their job, depending on the firm. Industry conferences, trade exhibitions and webinars provide professionals the opportunity to upgrade their abilities, acquire new contacts and display their expertise to larger circles.
These events may appear different in any firm, but they all serve to stimulate workers to learn more, display their abilities, or establish tighter relationships with their colleagues, which has a big effect on employee engagement.

Job description or position within the company
An employee's specific professional job can significantly decide what drives him.
For some workers, meaningful work is in itself motivation (Torrington, et al., 2018). The meaning of work is unique to each employee and can be difficult to gauge, but motivating employees to do their best is crucial. Employees that are really driven by their job think they are serving the greater good or contributing to bigger aims (Caldwell & Anderson, 2018).
Workers in other departments may be spurred on to action by advancements in their positions or shifts in their job descriptions. To motivate an employee, HR management should give them more freedom in their current role or provide them the opportunity to work on different projects that are more closely related to their passions.
Workplace relationships, rather than job responsibilities, are what motivate some employees to put in their best engagement (Hook & Jenkins, 2019). They desire fantastic connections with co-workers and superiors, a healthy work-life balance, employment security, or anything entirely unrelated to their job obligations. With this in mind, managers need to pay attention to how unique job needs effect the employment of some, but not all, workers.


Professional success
Career objectives - and progress towards them - are another aspect that contributes to employee engagement. Depending on a given employee's career level, they might be motivated by many causes.
A focus on competitive compensation and good leaders who assist early-career workers might enhance employees’ abilities (Torrington, et al., 2018). More experienced professionals may place higher importance on outstanding connections with colleagues or flexible ways of working that match their schedules. Relationships, work culture, and employee autonomy may be more important motivators for employees with varied job histories than they are for their peers.
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Employee polls and surveys
Surveys are the most common way for measuring worker engagement in order to get employee feedback on their feelings and attitudes. The most effective surveys may be designed and submitted anonymously, which increases response rates and enables employees to offer more constructive feedback (Dessler, 2008).
Using a third-party administrator (such as Google Forms) might help convince employees that they can submit honest feedback without fear of retribution.
Managers may determine the level of employee engagement by asking questions such as:
· Are you devoted to giving your best effort every day at work?
· Are you pleased with the culture of your workplace?
· Can you establish a direct link between your employment and the company's goals?
A good survey should help HR understand the employees' motivations, interests, job satisfaction levels, and quality of work relationships. In addition to monetary incentives, employees are often motivated by professional advancement, work-life balance, and community involvement.

HR techniques and tools
The issue with doing employee surveys once or twice year is that they do not provide ongoing, real-time, or complete feedback. This is the reason why companies are increasingly supplementing quarterly surveys with flexible software solutions that can gather and assess employee engagement throughout the whole yea (Storey, 2014)r.
Modern HR platforms provide tools for collecting employee feedback and measuring employee satisfaction, while also allowing HR to manage their employees and their data by storing survey results electronically and access them later for further analysis and comparison

Social networking sites
With the expansion of social media, employers now have access to an additional valuable resource. By monitoring Glassdoor ratings and reviews, companies may, for example, measure employee disposition (Storey, 2014). A social media network similar to an intranet that allows employees to submit ideas and engage in conversations is also advantageous. This gives managers the chance to have a better grasp of the morale and culture of their team.

Exit surveys and interviews
Equally as important as asking the right questions via a well-designed engagement survey is asking the tough questions about why employees, particularly top achievers, decide to leave the organisation. This informed feedback may help identify areas for improvement in order to attract and retain the most brilliant, fully engaged employees. Numerous experts advise combining a single written questionnaire with an exit interview and, if possible, a follow-up phone interview one month or later (Storey, 2014).

Lifecycle of the employee advantages
An employee lifecycle refers to the phases that employees pass through throughout their employment, starting with recruitment and onboarding, and continuing with development, performance management, retention, and separation. Throughout the many stages of the employee experience, HR department ay collect employee feedback and establish employee engagement activities to strengthen the value proposition of the company's brand and culture.
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The only objective as a manager is the expansion of the organisation. A manager may use all the levers and sophisticated tools one wants for this aim, but if they fail to adequately encourage their staff, the efforts will be useless.
If HR department is seeking for ways to enhance the motivation of the staff, here are a few easy ways to keep teams motivated:

Recognize exceptional accomplishments: Employee motivation increases dramatically when their effort is acknowledged by superiors.
Assure staff that the management has confidence in them, and they will not let the company down. A vote of confidence is more valuable than one may realise.
Flexibility is the most crucial feature for the younger generation, followed by money. They will be extremely driven if management is adaptable about the workplace, working hours, and methods.
Set a target: HR must ensure that workers understand the objective of their job and underline its significance.
Set quantifiable objectives: This increases employee engagement whenever an objective is met and keeps the team on pace.
Recognize accomplishments: Establishing quantifiable objectives provides several opportunities to recognise effort. If HR wants to encourage their teams, they must be explicit about who and how they contributed to the organization's success.
Encourage and if at all feasible, adopt fresh employee suggestions. Because they are the greatest at what they do, management should listen closely to their recommendations.
Maintain a Positive Attitude: Since optimism is crucial to the success of the company, it is essential to discover methods to infuse positivity into all of the company team's interactions.
Insist on work-life balance: A company with a culture that promotes work-life balance delivers more motivation, happiness, and job satisfaction overall.
Take frequent breaks: Allow staff to reset their brains. Taking a break every hour or two is beneficial for the employee's health and mind, as well as the firm as a whole.
Company should have an open-door policy: When workers are aware that their opinions are valued and heard, they feel driven and secure in their position within the organisation.
Offer promotions and bonuses: Not all positions allow for advancement, which is frustrating for workers. Management must discover methods to monetarily incentivize them and provide them with a feeling of professional development.
As with every connection, the foundation of professional partnerships is mutual trust. Transparency is one of the most effective methods to foster a climate of trust between management and their team, and a team that trusts leadership will be more driven and involved in their job.
Show summary: To comprehend the work's purpose is to realise how it fits into the bigger picture. You may enhance workplace motivation by ensuring that your staff knows how their individual efforts influence the business, its clients, and the community. Talented personnel will surpass any expectations.
Let them lead: Whenever feasible, allow another team member to direct the conversation and discussion topics during meetings. Not only are they able to voice their thoughts and be heard, but they are also driven to put their words and ideas into action.
Encourage collaboration: It is essential to focus on the individual, but management must also inspire teams and organisations. Teamwork is among the most powerful motivators. Knowing that your co-workers have your back and support you is an incredible feeling.
Help them continue their education by offering to cover a portion of their tuition or enrolling them in vocational training classes. Their confidence and drive will be elevated via schooling.

Be the sort of leader that others aspire to be. Work in tandem with them. Be their peer rather than their superior. Make it obvious that through your actions you are not requesting something that you are not requesting.
Create traditions and rituals in the workplace: provide your staff with something special.
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In the near future, businesses and legislation will continue to examine regulations with a focus on people-cantered solutions that encourage workers, enable them to celebrate, recuperate, and handle personal events with ease. 
Reviewing holiday rules and implementing creatively driven solutions can provide organisations with a competitive edge for the world's most talented, low-unemployment individuals, while also assisting businesses in keeping up with the speed of developing laws.
Self-realization, according to psychologists, is a very human trait. It is in our nature to cultivate something and watch it flourish, and this applies to the majority of our everyday activities. This applies to both social and societal environments.
Motivation is a crucial aspect of a person's existence. Whether it is enhancing our performance or the performance of our company. Motivated personnel do not need to be told what to do; they take the initiative, are willing to assume extra duties, are imaginative, and are excellent entrepreneurs.
Consequently, motivation plays a crucial role in ensuring that workers remain engaged and provide their best to their firm.
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