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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.  

The report has 3 sections:
· Engagement and motivation explained.
· Understanding employee engagement and motivation.
· Main strategies used when comes to engagement. 
In order to write this report, information have been gathered from literature throughout research, reading and analyse the information, thereafter redacted to highlight the importance of engagement and motivation in the workplace and the strategy and resources used by companies to achieve the desired result.
To date, there is no single and generally accepted definition for the term employee engagement. This is evident if one looks at the definitions forwarded for the term by three well-known research organizations in human resource area, let alone individual researchers. Below are the definitions:
Perrin’s Global Workforce Study (2003) uses the definition “employees’ willingness and ability to help their company succeed, largely by providing discretionary effort on a sustainable basis.” According to the study, engagement is affected by many factors which involve both emotional and rational factors relating to work and the overall work experience.
Gallup organization defines employee engagement as the involvement with and enthusiasm for work. Gallup as cited by Dernovsek (2008) likens employee engagement to a positive employees’ emotional attachment and employees’ commitment.
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. 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. For example MacLeod and Clarke (2009) in their report to the UK government define 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. However, what comes first? Engagement? or motivation? How can the business and the managers within, can engage an individual if the individual is not motivated, on the other side how can the individual be motivated if does not feel engaged? What do employees need to be both? 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. 
Employee engagement is a vast construct that touches almost all parts of human resource management angle we know until now. If every part of human resources is not addressed in appropriate manner, employees fail to fully engage themselves in their job in the response to such kind of mismanagement. The construct employee engagement is built on the foundation of earlier concepts like job satisfaction, employee commitment and Organizational citizenship behaviour. Though it is related to and encompasses these concepts, employee engagement is broader in scope. Employee engagement is stronger predictor of positive organizational performance clearly showing the two-way relationship between employer and employee.
Robinson et al. (2004) define employee engagement as “a positive attitude held by the employee towards the organization and its value. An engaged employee is aware of business context, and works with colleagues to improve performance within the job for the benefit of the organization. The organization must work to develop and nurture engagement, which requires a two-way relationship between employer and employee.”
According to Penna research report (2007) meaning at work has the potential to be valuable way of bringing employers and employees closer together to the benefit of both where employees experience a sense of community, the space to be themselves and the opportunity to make a contribution, they find meaning. Employees want to work in the organizations in which they find meaning at work. Penna (2007) researchers have also come up with a new model they called “Hierarchy of engagement” which resembles Maslow’s need hierarchy model. In the bottom line there are basic needs of pay and benefits. Once an employee satisfied these needs, then the employee looks to development opportunities, the possibility for promotion and then leadership style will be introduced to the mix in the model. Finally, when all the above cited lower level aspirations have been satisfied the employee looks to an alignment of value-meaning, which is displayed by a true sense of connection, a common purpose and a shared sense of meaning at work.
Development Dimensions International (DDI, 2005) states that a manager must do five things to create a highly engaged workforce. They are:
· Align efforts with strategy 
· Empower 
· Promote and encourage team work and collaboration 
· Help people grow and develop
· Provide support and recognition where appropriate 

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 highlight 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.
Conclusion,
Based on all the studies and literature, thus the businesses and companies have evolved, dedicated and sacrificed many resources on engagement and motivation of their employees, it can be affirmed that it is still slightly unclear how can the two key words can be defined and what exactly triggers them. It can all be related to the company, role within the company, individual, payments, communication, but as it is mentioned in literature, it can strongly be affirmed that the modern business never slows down and always comes up with new approaches and strategy when it comes to engagement and motivation if their employees.
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