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ABSTRACT

This chapter delves into the importance of purpose and meaning in employee 
engagement and its impact on corporate success. In today's changing workplace, 
employees want more than simply a salary; they want meaningful employment that 
reflects their values. It looks into tactics for cultivating a purpose-​driven culture, 
such as leadership influence, job creation, and the establishment of a supportive 
work environment. The chapter also looks at how well-​being programs, continual 
development, and engagement assessment can help to maintain a vibrant workplace. 
This chapter equips business executives, HR experts, and personal development 
enthusiasts with the skills they need to improve employee well-​being, increase en-
gagement, and create a more meaningful and productive work environment.

INTRODUCTION

In the quick-​changing and dynamic corporate world of today, some of the old 
traditional drivers of employee engagement are competitive salaries, job security, 
and career advancement opportunities which are no longer sufficient to sustain high 
levels of motivation and commitment. The modern workforce is looking for more 
from their jobs than just a salary; they want their work to have meaning and pur-
pose, to feel as though their contributions count, and to be in accordance with their 
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beliefs. This transformation is indicative of a broader shift in people's perceptions 
of what work should be like and how they view their positions in the workplace.

This change in expectations is more than just a trend from years; it signifies a 
deep shift in how individuals see their jobs and their place in society. Nowadays, 
more and more workers want to feel that their work matters, that it reflects their 
values, and that it advances something greater than themselves. They no longer only 
want to be paid. This change has significant organizational ramifications. Studies 
regularly demonstrate that workers who find meaning in their work are more en-
gaged, more productive, and more likely to be long-​term employees. On the other 
hand, a lack of direction and significance can result in high turnover rates, burnout, 
and disengagement, all of which can have detrimental effects on the productivity 
and financial health of a company.

Studies repeatedly demonstrate that employees are more engaged, productive, and 
inclined to stick with their company when they find meaning in their work (Bailey 
et al., 2017). In addition to exhibiting higher levels of job satisfaction, engaged 
employees also show better levels of creativity, inventiveness, and resilience—all of 
which are essential for organizational success in a cutthroat business environment 
(Steger, 2016). Employees now invest their identities in their job rather than merely 
doing duties (Wrzesniewski et al., 2003).On the other hand, a lack of purpose can 
result in high turnover rates, burnout, and disengagement, which presents serious 
difficulties for businesses trying to retain a dedicated and driven workforce (Cart-
wright & Holmes, 2006).

Employee expectations are dynamic and influenced by multiple factors. Accord-
ing to research, companies that place a high priority on meaning and purpose have 
happier workers, which boosts output, profitability, and performance (Cameron et 
al., 2011). Additionally, businesses with a clear mission statement have a greater 
chance of drawing in and keeping top talent, as workers are more and more drawn to 
organizations that provide fulfilling work environments (Kumar & Pansari, 2016).

The current chapter will examine the vital role that meaning and purpose play 
in employee engagement and provide meaningful advice on how to foster these 
qualities within the company. This will also look at useful skills for creating mean-
ingful work, such as autonomy, social connection, and job making. The relationship 
between employee well-​being and engagement will also be covered in this chapter, 
with a focus on how crucial it is to provide a work environment that promotes men-
tal, physical, and emotional health. Employee engagement and a strong sense of 
commitment to the organization's success can be fostered by incorporating meaning 
and purpose into the very fabric of the company. Purpose-​driven engagement is a 
critical competitive advantage in today's complex business climate since it not only 
improves individual well-​being but also produces sustainable business benefits.
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