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Introduction
In recent years, employee engagement has been a popular concept in various organizational settings.  Employee engagement implies the level of involvement and commitment of various employees towards a specific organization and aligning themselves with the organizational beliefs and values. Employees who are engaged to the activities of the organization is aware of the organizational context and works in collaboration with other employees to improve the organizational and personal performance within the workplace for the organization to achieve its objectives. The initiative of engaging employees in the organization directly impacts the performance and the productivity of the organization. It is the goal of all organization to engage their employees in their activities.  The engagement of employees is often related to the satisfaction of service consumers which is linked to the financial success and higher productivity of the organization. Employee engagement is achieved when employees care about doing a good job and align themselves with the goals of the organization. The caring attitude among employees emerges when they get satisfaction from the job that they do and they develop a belief that the organization cares and supports them and that the H.R. manager is sufficient. This paper aims at analyzing the various impacts of engaging employees for the productivity of an organization and the various factors that influence their engagement for the positive organizational outcomes.  
Understanding employee engagement on organizational productivity
My literature review examines journal articles, textbooks and other published resources that are related to the engagement of the employees. Park et al. (2017) define employee engagement as being psychologically present. They further state that it includes various essential components which include absorption and attention. According to Timm et al. (2012), six significant areas of work-life may lead to either engagement or burnout.  They include values, perceived fairness, social and community support, recognition and rewards, control and workload.  
According to Kumar and Swetha (2011 p. 232), the employees' perception of "meaning" regarding the workplace are related to their engagements levels and their performance.  They argued that workers usually seek relevance through what they do. Therefore, organizations that do provide a sense of meaning to employees are faced with the challenge of employees quitting their job. Markos and Sridevi (2010 p. 89) defines the engagement of employees as an attitude that workers hold towards the value of an organizations. Organizations are therefore encouraged to develop and nurture employees' engagement which calls for a two-sided kind of relationship between employees and employers. 
Over the past few years, many researchers have researched on employee engagement. According to Anitha (2014), employees can utilize various self-degrees emotionally, cognitively and physically in work responsibility performance. The engagement of employees is used in describing positive behaviours and attitudes of workers. Other terms used for the same purpose include citizenship behaviour, commitment and the psychological contract. The practice and the policy implications of engaging workers in the workplace are usually captured by work practices that are highly involving employees and high rate of working. Researchers have argued that engaging employees is the most critical metrics for the 21st-century organization (Smith and Bititci 2017). It is usually influenced by organization growth, employees additional of their values, and positive perception of the employees to the organization. Various human resource practitioners state that the challenge of employee engagement matters with the feeling of employees on the work experience and how they are treated.  The employees' emotions drive organizational success and have direct consequences on the productivity of the organization.
The employee engagement concept has gradually evolved from past beliefs on trust, organizational commitment, and job motivation and employee empowerment. The most significant factors include establishing a sense of engagement among employees, enabling workers to engage themselves in the workplace and aligning employees towards the achievement of a specific goal and objectives. Employee engagement is multifaceted in nature. According to research engaging employees should work on the idea that employees can contribute to the effective functioning and successful improvement of the processes undertaken in the organization (Patro 2013).  Engagement involves establishing opportunities for workers to create networks with others. It also involves establishing a conducive environment that motivates employees to the urge of connecting with the work they undertake, making them care of recording a high performance. 
Impacts of employee engagement in the productivity of organizations
When employees develop knowledge of how well the assets of the organization are managed, they develop a positive impact on the engagement. Researchers have established that there is a strong relationship between engagement and productivity. Additionally, employees that have knowledge of the levels of productivity of an organization usually have a positive impact on an organization. The engagement of employees in an organization usually depends on various conditions in the place of work. The conditions include organizational performance, significant organizational metrics, employees focused policies and the culture of an organization.
The performance of an organization makes employees develop pride in their workplace. It also makes them develop job satisfaction sense of belongingness and trust in the organization. The meaningful metrics of an organization implies the process of devising the performance of the employees in such a way that they are informed about the organizational targets and goals. The continuous enforcement of employees usually happens at an instance where various organizations frames essential policies which facilitate the accomplishment of various organizational and employees goals. The organizational culture assists an organization in making necessary connections with their employees which gives them empowerment in the process of decision making and is also vital in developing employees to carry heavy and significant organizational responsibilities.
For employees to have optimum production, they should first develop and establish the right kind of emotional, cognitive and physical resource. An organization should also be able to communicate and project the stories of the organizational success to the employees.  By doing this, workers can relate their work performance with the success of the organization and develop an understanding of how their performance directly impacts the performance of the whole organization. This has significant contributions to efficient employee engagement. High employee engagement leads to increased financial performance, decreased turnover of the workforce, increased customer satisfaction and higher productivity of an organization.
Factors that influence the engagement of employees
There exist some critical factors that usually lead to the engagement of employees. Often, the factors are usually familiar to all type of companies and organizations. The factors influencing the engagement of employees creates a great sense of employees feeling valued and involved in organizational activities.  The first factor is selection and recruitment. Selection and recruitment process is the process of identifying potential and the most suitable employees to take a specific task. Additionally, it involves giving offers to employees to persuading them in acceptance of the offers. The process of recruitment and selection of employees makes organizations to enhance their employee engagement because they maximize the fitness of a person to a specific job and enhances their commitment because it provides employees advancement and growth opportunities to workers in exchange of their loyalty to the organization.
The second factor is job designing. This aspect involves the job characteristics that encompasses of challenge. Autonomy and variety may provide psychological meaningfulness to employees.  The daily tasks undertaken by employees becomes more attractive and meaningful to employees when it provides them with challenges and varieties that affects their engagement levels. The other factor is the development of career opportunities. Organization having higher levels of employees’ engagement also provides them with an opportunity to develop their careers.  By this, employees can realize their full potential, acquire new skills and knowledge and develop their capabilities. Career development influences how employees are engaged thereby works a great deal in retaining the most skilled and talented employees and give them an opportunity and a chance for further development.
The fourth factor is leadership. Workers need to be assured that the organization core values are clear and unambiguous. The most successful organization respects its employees and seeks to know their weaknesses and strengths and the contributions they make to an organization regardless of their job level.  The positive ethical standards developed by the management of various organizations also leads to individual engagement. The fifth factor is employee empowerment. Empowerment involves employee engagement in a variety of organizations making decisions. Workplaces that engages employees in their activities establish a challenging and trustful workplace environment.  By this, employees are encouraged to contribute and give innovative ideas that would help for the development of an organization.
The other factor is fair and equal opportunities for employees. The engagement of employees will increase if the management of organizations provides fair and equal opportunities that are important for the advancement and growth of all workers. This is because the workers develop a feeling of well-being as they are not discriminated based on their age, colour and race. Development and training is also another factor. According to Saks and Gruman (2014 pp.155-182), skill redundancy contributes to low employee turnover in the workplace. Thereby, there have been an increased need multiskilling training, training and retraining which will help old and new employees to acquire the necessary skills and knowledge that would help them in optimal performance of their jobs.
Another factor that affects employee engagement is performance management. It encourages organization management to focus on the essential responsibilities and roles of the workers. Additionally, it states that employees should be involved in the process of setting organizational goals. Performance management usually promotes acceptance of the organization challenging goals and objectives. It is encouraged and recognizes essential employees contributions that exceed the organization expectations.  The final factor is compensation and providing incentives to employees. Tyniewicki (2020 pp. 848-865), states that compensation usually has a significant influence on the various conceptions held by employees and their relationships with the place of work. He further states that it consists of non-financial and financial elements and various perks which include programs designed to assists employees, subsidized workplace cafeterias, discounts on the cost of travelling and reduced company prices. All organizations should therefore develop proper management systems for employee compensation which would work a great deal in motivating employees to remain committed for their work.
Outcomes of engaging employees in the organization
	Factors
1. Communication
2. Job satisfaction
3. Safety and health
4. Compensation and incentives
5. Performance management
6. Development and training
7. Fair and equal opportunities
8. Empowerment 
9. Leadership
10. Career development
11. Job designing


	Organizational outcomes
1. High quality and productivity
2. Self-efficacy of managers
3. Organizational culture
4. Employee retention
5. Motivation and commitment
6. Employee performance
7. Financial success
8. Customer loyalty
9. Improved quality




Engaging employees is essential for the success of an organization. It is crucial in predicting the outcomes of employee performance, the success of an organization and the overall financial performance of an organization.  The impacts of engaging employees are mainly manifested in the performance and organization productivity, organizational culture and the rates of employee retention. 

               

Engagement of employees

Figure 1. A sample framework of the factors and the outcomes of engaging employees.
Conclusion
In conclusion, it is evident that engagement of employees in the activities of the organization leads to increased commitments of employees and also increases their involvement on the job that they undertake daily which is essential in establishing a motivated workforce. A motivated workforce works in collaboration to achieve common targets and goals of an organization. In the changing global economy, it is not just enough to acquire a skilled workforce; managers should instead focus on retaining the acquired workforce and make sure that they involve them in all the activities of the organization. Therefore, engagement can be defined as a state whereby employees are intellectually committed to the work that they do and have an emotional attachment as goes beyond the call of duty to achieve the interests and the goals of the organization. I recommend that all organizations should focus on providing their workers with essential infrastructures and facilities and essential freedom that would make their work interesting and exciting. This would help workers say goodbye to their daily monotonous work. Working in a cooperative and safe environment contributes to the level of engagement of workers.
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