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Introduction: Businesses adopt strategies that can help to be competitive in their markets. However, strategies in themselves do not guarantee that a business will be successful. This is because the success of a business is largely dependent on the extent that workers are engaged and motivated to do their work (Maslow,1943). Thus, understanding the role played by employee engagement and motivation for a business firm’s success is important. The aim of the current report draws from the foregoing discussions. Specifically, the report aims to explore the role of employee engagement and motivation for organisational success.  


Report methods and explication of key concepts 
 
In order to write this report, information have been gathered from relevant literature. The relevant literature was analysed to uncover the importance of engagement and motivation in the workplace, and the strategy and resources used by companies to achieve the desired result. 
Up to the present time, the literature and studies does not come to a clear explanation for the appellation’s engagement and motivation. However, it can be strongly affirmed that a tremendous amount of time has been sacrificed in order to define, as close as possible what really motivates and engage individuals within the work place.
Literature highlights that engagement and motivation engagement is a fragile line, especially when it comes to self-esteem, Burton, J.P. and Hoobler, J.M., 2006 that in event of mismanaging can lead to opposite meaning of the two terms. In order for the tow of them to work it is essential for a strong bond between the company and the employee to be created through different means, to be included: honesty, communication, pay, respect, opportunities.

	



Understanding employee engagement and motivation

People are competitive, some people may be motivated by their desire to progress and climb up the ladder, or they feel good when working above the level, and there are people, who are engaged and motivated by the job security, they work very hard in order to keep their job. It is very important for management to seek and identify what really motivates individual and how will engage once they have the motivation. 
Within the years the literature published it shows us that in order for managers to succeed in engagement and motivation, the need to achieve a certain level of understanding of it first, is crucial. 
It is not enough for the managers to go out there and just ask the person how may feel about the job. Therefore, is essential for management to make no assumptions, so managers can get better results by understanding the real needs of their employees. As an example, MacLeod and Clarke (2009) in their disclose toward the UK government expound engagement as ‘a workplace approach designed to ensure that employees are committed to their organisation's goals and values, motivated to contribute to organisational success, and are able at the same time to enhance their own sense of well-being’. 
 But according to different literature on motivation and engagement published along the time, a lot of individuals have difficulties in expressing what they really what from a job. 
Therefore, the companies have stooped on listening to what they say and start telling them instead. Most of the decisions have been based on Maslow theory of hierarchy of needs.
In order to have a greater understanding of the above affirmation we need to concentrate our attention to the base of Maslow theory of needs which says,
'It is quite true that man lives by bread alone — when there is no bread. But what happens to man’s desires when there is plenty of bread and when his belly is chronically filled? 
At once other needs emerge and these, rather than physiological hungers, dominate the organism. And when these in turn are satisfied, again new needs emerge and so on. This is what we mean by saying that the basic human needs are organized into a hierarchy of relative prepotency'. (Maslow, 1943, p. 375)
Soon after Maslow’s theory of hierarchy of needs, the studies did not hesitate to appear and most of them have been published Kunc, N., (1992), Sadri, G. and Bowen (2011) in the race to a clear understanding of what really engage and motivates an individual. Thus, at the base of the theory its firmly the physically needs of a human being, which can be translated as ‘’ an individual will not seek to advance until his/her physical needs won’t be satisfied at first’’, however what happens after that? 
 The big majority will have the desire to go up the later and fulfil the other needs, though Maslow relates that only one in a hundred individual can really succeed due to the environment in the modern world and the impediments that an individual can greet during their attempt into ascending.
Individual or group?
Thus, to this point literature and studies are still debating on ‘individual or group’ engagement. Will employees be more engaged while working alone or be more engaged and motivated as a group? Therefore, the management steps in by motivating the individuals with results, results that can be achieved only by working as a group. Coffman and Gonzalez-Molina (2002) and Crabtree (2005). 
Based on CIPD (2006) survey, that took place across United Kingdom, over 2000 people highlighted that communication is the main key to engagement and motivation and that employees want to be as much informed as possible about the company they work for.  
Therefore, it can be affirmed that information is a main factor when working towards employee engagement, which can lead to similar results whether refers to individual or group engagement and motivation. The management have started to share information with their employees creating a bond based on trust between the company and employee. By sharing information, employees feel that they do belong and they count and not as a number only but as a whole to the company achievements and success. Also, another important factor related to when sharing information, is by the way the business chose to share it. If it comes from magazines or a big screen it may not have the same impact for when it comes from management directly. 

Conclusion,
Employee engagement at work place can be dated a very long time ago, though these days circumstances have changed, businesses have evolved and so the employees. We exist in a world that give tremendous access towards information and this factor is a plus for both companies and the employees working within.
In these circumstances the managers are more and more on the run and constantly working on different means and strategies to keep their employees motivated and engaged and achieve the best results possible. 
However, due to the continue change of work environment, companies are faced with even more challenging employees, which can have a negative impact when comes to great results, but on the other hand ‘a man need to eat’ and most of the time, for long periods of time, it is just enough for management and it will always be used as a strong engagement and motivation tool.
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