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In recent years, employee engagement initiatives have gained favour. Employee engagement is a worker's mental, psychological, and psychosocial energy dedicated to achieving acceptable job performance (Armstrong and Taylor, 2017). According to research, dedicated employees are more likely to be constructive (Sutton, 2020), remain with their current firm, and communicate with consumers. According to research of Sanad and Anitha (2021), having a high level of employee engagement may help businesses. Engagement seems to be advantageous to the company. While the rationale for interaction research and its wide relevance in areas like effort and turnover remains strong, more patient-centred research results in health and well-being have developed, with implications for organisational settings. The current epidemic has generated challenges for organisations, particularly those in charge of human resources. According to Ahmed et al. (2020), considerable changes occur in the workplace and socio-cultural environments, such as the shift to remote work and the implementation of new organisational rules and procedures meant to reduce interaction. As a result, workers have struggled to disengage from work commitments, separate work and personal life, and even have an increased risk appetite, such as exclusion (Sutton, 2020). Key staff have been subjected to stressful situations such as an excessive workload, lengthy hours, and fewer rest times. Furthermore, being sick on the job and transmitting the illness to family members and others is a major problem (Hamilton et al., 2021). Finally, job losses, salary cutbacks, and layoffs have exacerbated high unemployment and financial misery, leaving individuals in an uncertain position (Barreiro and Treglown, 2020), putting workplace well-being at risk. Businesses must address this issue by instituting new health policies, processes, and safeguards to avoid widespread health issues (Sutton, 2020). Consequently, addressing personnel concerns has proved to be more challenging than before the breakout of the disease.
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Healthy companies are expected to adopt workplace policies and practices that promote and enhance employee well-being, resulting in higher productivity. The term "toxic" or "unhealthy" organisation refers to the polar opposite model, characterised by poor working conditions, a high rate of absenteeism, and a high rate of employee turnover. Businesses are exposed to substantial financial and constructive losses if this occurs. On the other hand, organisations often have a highly productive workforce with a high coefficient of performance, which results in better economic situations (Barreiro and Treglown, 2020). Consequently, job engagement and the work environment have a psychological and emotional impact on pleasant job performance and behaviour. As a result, organisational success and employee pleasure are inextricably intertwined. Firm success, which refers to fulfilling a business has declared goals and objectives, is also positively associated with the relationship between interaction and organisational effectiveness (Ahmed et al., 2020).
On the other hand, a work environment that fosters employee satisfaction, engagement, and effectiveness benefits employees' well-being and economic output. Wellness is critical for long-term job satisfaction and organisational commitment on a bidirectional basis. At the moment, there is no universally accepted definition of employee satisfaction. The idea of employee engagement is controversial in its significance (Obrenovic et al., 2020). Even though this kind of engagement has been a hot issue for several journals and consultancy firms, it has received little attention in the scientific literature. As described by Teo et al., (2020), employee engagement is the workforce's optimistic emotional connection and dedication, characterised by a commitment to and interest in one's job. According to Obrenovic et al. (2020), the approach used to contextualise engagement is critical, regardless of whether it is a trait, a condition, or a behaviour pattern. As a result, the phrase "employee engagement" has been used in many situations (Barreiro and Treglown, 2020).
Employee engagement as emotional, mental, and material assets is an early paradigm that indicates that direct connection, cognitive awareness, and emotional proximity ensure that individuals disclose their actual selves. Obrenovic et al. (2020) adopt a contrary position, seeing engagement as the antithesis of burnout. Similarly, (Barreiro and Treglown, 2020) started referring to "job engagement" rather than "emotional connection," arguing that devoted employees outperform their disengaged counterparts. According to the satisfaction-engagement technique, job engagement is connected to individual participation, enjoyment, and work engagement. Employee engagement requires a two-way conversation between a business and its employees.
According to Teo et al. (2020), being mentally and emotionally present while inhabiting and performing a significant role in corporate governance is what engagement means. Effective communication is critical in this management. This research supports Hamilton et al. (2021) claim that employee satisfaction is a component of employee engagement. However, it may simply be a surface-level link unless all of the other key underlying aspects are considered. In this line, Teo et al. (2020) defined employee engagement as employees' positive attitude about the organisation's commitment. With these initiatives, an effort was made to focus on the employee engagement conceptual framework.
During the COVID-19 disease pandemic, one of the most important forms of labour market adaptation was the widespread shift to remote employment, which saved future mass layoffs. As a result of the disease pandemic, 40% of workers responded that they would want to work remotely by July 2020 (Obrenovic et al., 2020). However, the number of employees who can work from home is fewer than the number of families with young children or caregivers (10–20 per cent more) who cannot be left alone during a lockdown, pushing employees to stay at home. Due to the diversity of this kind of labour, it is not easy to develop a widely accepted definition. Nonetheless, Hamilton et al. (2021) developed a preliminary classification system that defines seven distinct characteristics of distant work: location, temporality, technical, value chain, legal framework, and monetary recompense. As a result, the location feature is related to the individual's geographic place of employment, even though working remotely does not always imply working from home. Working remotely varies according to the day of the week, month, and so forth. It might be full-time or part-time, just like any other employment.
A more varied and inclusive workforce that consumes less space, power, and other resources contribute to an organisation's productivity (Torrington et al., 2014). As more people work remotely, pollution levels will plummet, and sustainable development will become a sought-after advantage for businesses. Businesses that are first to recognise its significance will gain a competitive edge. Additionally, firms have seen an expansion of their prospective recruit coverage area since "residence in the location of the vacant position" is no longer a necessity for employment. Employees gain from remote work because it allows for a more balanced work-life balance, which increases job satisfaction (Teo et al., 2020).
Remote working is primarily a strategy for role balancing based on the focused application of technological advancements, allowing workers to operate from locations other than the company's office buildings or facilities (Teo et al., 2020). They juggle job and family life, which necessitates happiness and a healthy work-life balance with the least amount of role stress possible (Meyers et al., 2020). The goal is to promote equal employment opportunities, alter customary roles and stereotypes, and account for the importance of family respect and care. Speculations expose the concept's shortcomings, apart from this 'win–win' scenario, which benefits both employees and management. As a result, it seems as if when the barriers between work and home are purposefully blurred, workplace stresses spill over into personal or family life. Remote work needs a greater degree of consistency than was previously necessary for many (but not all) organisational environments. There are fewer applications for an appropriate course of action, social norms for particular characteristics, and career trends than for a specific course of action, social rules for specific characteristics, and career trends (Teo et al., 2020). When individuals leave an organisation's safety net, they must provide an increase, but they also lose a feeling of community, stability, and predictability. Economic instability, rising unemployment, anticipated career uncertainty, work insecurity, and physical and emotional alienation play a significant role in the COVID-19 disease outbreak problem.
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The workplace environment has a significant impact on employee health. Even though the term "health" encompasses a broad range of concepts, the World Health Organization (WHO) defines it as a holistic state of well-being rather than just the absence of disease. In this context, organisational inequity may result in emotional responses such as worry or heart disease (Radic et al., 2020). Long-term exposure to general organisational injustice may also result in long-term worries about an employee's quality of life, such as sleep disorders and inadequate rest, inflammatory processes, and an ever-growing list of other issues (Radic et al., 2020).
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Wages and salaries, often referred to as payments, are a monetary method of rewarding service or a profession and the one who performs it (Meyers et al., 2020). Eliminating individual and team economic productivity incentives or adjusting compensation in these times of crisis would be a tremendous mistake that would discourage personnel. Wage honesty is a complex idea that does not need much money to implement. Each employee chooses what they believe is a reasonable remuneration package based on their skill, competency, and risk tolerance. Since it is closely related to job satisfaction, involvement, and wellness at work, it may differ from the compensation provided by the employer, creating an impression of unfairness (Radic et al., 2020).
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Communication is critical for overcoming today's issues. In these hard times, discourse must be based on an active two-way exchange of ideas. Personal encounters with colleagues, superintendents, and news stories are critical, and they contribute significantly to the work climate and atmosphere daily. The effect is one of the variables discovered via research and examination of inter-worker interactions (Meyers et al., 2020). Messages should be written with empathy and regard for workers' issues. Acknowledgement is a component of a management style that fosters employee engagement via regular communication, coaching, and history of gratitude.
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Based on these findings, a framework containing the critical elements that businesses should address to increase employee engagement and commitment as they deal with the global upheaval caused by the pandemic has been proposed—a fundamental set of actions that must be adapted and implemented. As a result, each supervisor will be aware of the critical factors affecting employee engagement that must be addressed and the procedures necessary to ensure the application's success (Marchington and Wilkinson, 2012). According to the suggested employee engagement framework, Peace-making, Cultivation, Esteem, Remuneration, and Interaction are variables that promote overall organisational health and quality of life in the present situation, and metrics are offered to track each variable's achievement. This report serves two purposes. The article proposes a behavioural model for increasing employee engagement in a research institution, supplemented with theoretical groundwork from professional authors.
As a result, the study concludes with a comprehensive framework outlining the most critical organisational health and wellness criteria and the projected direct, positive effect of the COVID-19 worldwide pandemic issue. This might serve as a starting point for more research into the myriad external and internal factors that may contribute to or mitigate the effects of these policy initiatives. Additionally, the study has several practical ramifications (Meyers et al., 2020). The COVID-19 medical condition, which results in significant unpredictability, jeopardises employees' relationships and well-being. Management teams should handle these factors to maintain the industry's competitive edge based on the good effects of employee interaction on effectiveness, economic productivity, and organisational performance, including in the present pandemic environment. As a result, a blueprint has been produced for the many managers involved.
As a result of the findings, managers should prioritise offering remote working environments that enable workers to combine work and family life in this hypothetical scenario to boost employee engagement. Employee expectations and future aspirations, participation in decision-making and organisational procedures, and enfranchisement are all concerns to address. In-house coaching may help improve employee perceptions, assumptions, and motivation. Additionally, if workers believe steps are being taken to safeguard their health, they will be more engaged. Businesses must guarantee that all basic hygienic measures are implemented in the workplace, take job redistribution and work-from-home into account, and pay particular attention to their workers' mental health (Meyers et al., 2020). Managers must also recognise that developing and implementing a remuneration policy that is responsive to the new employment situation and includes non-monetary benefits that are much more financially sustainable in light of the firm's financial realities due to the disease outbreak is an excellent way to boost engagement. Finally, organisations should promote discussion between employees and supervisors, information sharing, and informal ties.
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