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          Working from home and flexible working time, Job design/restructuring roles, and making the workplace covid-19 safe



Introduction:
The covid-19 pandemic has caused adverse effect in the industries which is stronger than previous crises in the globe (Djeebet, 2020 and Gursoy, 2021). Covid-19 pandemic has had supreme ravages on people’s mental health and well being and results issues for people or communities for communications around the world. In the meantime, the number of people has lost their jobs, income sources when people were relying to government support and economic crisis was growing (Gursory and Chi, 2020). The decline of economical conditions due to closing working platforms, industries, factories, and shortage of staff, cut staff benefits, invest less, reduce costs caused challenging world for people to survive (Bryce et al., 2020). The socioeconomic challenges had brought by national lockdowns, stay-at-home, social distancing, less travel and when necessary, which had measured to curb the spread of the virus. To minimise the transmissions of the virus from person to person the enormous number of workers were abrupted or changed to work from home. So, the question is that, is the changes beneficial for individual and organizations or remote working is more impactful for employee engagement. The research has evaluated that remote working is beneficial for employee that people can work from any location, the flexibility, the balance of the work, saving travel costs, less time, work and commuting with families (De Menzes and Kelliher, 2011). There may appear significant problems for remote worker who faces lack person of teamwork, less work motivation, distractions, motivations, the possibility data and security problems and performance (Golden and Gajendran, 2019; vander elst et al., 2017). 
Background:
Employee engagement means the commitment level or involvement with the organization of its employee and its values. When the employee engaged with an organization, he is conscious about his responsibility, business goals and motivates his colleagues for the development of the organization. The positive activity with employees works and its values define the positive emotional connection with his or her work. Engaged employee does his duty just in time and he is very loyal about his work to perform their roles in excellence. The first concept of engagement at work who was Kahn (1990s, P. 694) as he expressed employee engagement like physically, cognitively and emotionally during role performances. The engagement of an employee has varied in factors by various behaviours of an employee that is positively productive (Anitha, 2013). To compete the other competitors, employee engagement is a great tool that people can not be replicate or incomplete by the competitors who is a most valuable assets if the employers managed and engaged them properly. According to Baumruk (2004), the employee engagement is the most powerful factor to measure the energy of its organization. There are three psychological engagement of an employee is most important that is meaningfulness, safety, and availability (Kahn, 1990). The example of a Gallup organization’s which was engaged with the ‘right people with the right roles’ to drive the employee engagement leading to performance and effectiveness (Buckingham and Coffman, 1999). The engagement of an employee intellectually and emotionally connected with the organization who feels enthusiastically about the destination and live by its values. According to Gallup (2002), there are three types of employees who engaged, not engaged or actively not engaged. However, not engaged employee focused only their work not the goals but actively not engaged employee is most dangerous because they do not perform as well as make destruction to the other performer who engaged with the organization. Job engagement, work engagement and organization engagement became very popular during the period of 1999 to 2005 when managers, consultants, policy makers, academicians became more interested to the concept of engagement to the organization (Welch, 2011).
Employee engagement and remote working from home:
To define the employee engagement key determinants or explore how remote working engaged workers in many ways. During the pandemic and covid-19 lockdown rules of social isolation, people flexible working hours from home or the demands of family and work together increased. The stress and behavioural impacts of working from home is an important theoretical framework to side effect of the engagement with the organization (Hobfoll, 2002). Firstly, to retain the individual resources and outcomes the valuable material such as money, status, shelter, or physical environment needed. Secondly, social which is interpersonal support and mutual respect is very essential. Thirdly, personal positive self-regard and optimism is a factor to promote the engagement of remote workers in the sense of improved well being in life (Hobfoll et al., 2003). Although, investing these resources allow people to gain or loss depends on dysfunctional outcomes and level of the employee work engagement (Halbesleben et al., 2014). In the context of the covid-19 pandemic, remote working is unique for who is capable to run with valuable and personal resources and the person’s ability to achieve the goals and outcomes. For the need of communication, the co-operation with colleagues, responsibility for specific work and tasks becomes good outcomes when network of individuals comes with assistance in times of need (Halbesleben et al., 2014 and Van Veldhoven et al., 2020). The organization’s resources define whether its improve or loss or enable gain resources and achieve greater performance (Van Veldhoven et al., 2020). For many employees, resources reduce the impacts of remote working and working from various locations including interaction between employees, having colleagues and supervisors, feelings of professional (Cooper and Kurland, 2002). COR theories have found that, when an employee has a demand for work and family as a remote worker then their personal and social resources impacting negatively on work engagement levels (Wood et al.,2020). Remote worker or working from home may arise conflict when time of completion tasks within childcare responsibilities, poor access to digital technologies, small working spaces at home, noises and e.g., these factors cause a psychological problem when increasing the reliance of social and personal resources which impacts on working engagement negatively (Rothbard, 2001).
Methodology:
The qualitative research and approach can be enabled into knowledges for different living experiences (Cassell, 2009). The qualitative research where decision making process should be use tend to overlook various or previous employee engagement with the organization. On psychological research the needs of finding a range of personal behaviours, emotions and feeling attached to working from home during the pandemic. Representative of the study and population is another research or techniques to engage participants which is a strategy of recruitment aimed to ensuring employee engagement (Creswell, 2018). As a result of lockdown during the covid-19 pandemic, the eligibility criteria have been creating for the respondents of male and female who were resident in the UK. The semi-structured interviews were most important part for volunteers to ensure their work and non-work experiences in the context of covid-19. The participants were ensuring about confidentiality and certainty of there is no present of risks to physical and psychological harm. The interview focuses on employee engagement level or any adverse effect to the organization since they were working at the restrictions due to the covid-19. The UK government restrictions of social distancing when all interviews conducted via assisted technologies such as normally Skype, Zoom, Microsoft Teams and e.g., the research process was the employee receives email by whole sorts of questions in details and ensuring the common view of the participants for the research process (Farooq and De Villiers, 2017). The interview data analysed in qualitative information, codes, themes and verify reliability and credibility of results. There are four key outcomes of themes firstly, work intensification secondly, online engagement or presentation, thirdly, employment insecurity fourthly, changes of poor adaptation and finding to new ways of working from home depending on the capacity of employee engagement levels among those working from home. Work intensification: to working from home, the employee must manage more time on tasks despite having extra family duties. According to Daniella who is a lecturer in the UK higher education, the first lockdown in the UK was not good at all when everyone was at home who found difficulties on working at home due to children around and conditions of different workplace and the work was doubled due to reduction of employee where needed extra times on duties, but the second lockdown was better (Daniella, University lecturer). Online presentation: the digital platforms of virtual working was most beneficial for employer and employee prior to the pandemic but this type of working process has negative impact which take longer hour than normal, ending meetings, checking work related messages, emails, network difficulties, working engagement despite interest of working from home. Employment insecurity: the poor working engagement due to the reduction of staff, reducing business operations, restructuring employee jobs, and making changes on terms and conditions made huge revolution of the organizations. Poor adaptation: the changes of working conditions and environment found the employee harder to maintain good routines and conductive working spaces. These issues made psychological stress to workers in well-being and quality of life. 
Why should employers be concerned about the needs of older workers:
The manager and supervisor play a key role for the organization and for concern about the employee (Kelly et al., 2008). According to Rhoades and Eisenberger (2002), the important rules of the organization is to value of the employees to the business where the first needs of development is fairness policies and reward systems that there can be impact to the organization for the employee well-being. Secondly, employee control about conducts their job including scheduling, tasks, works (Rhoades and Eisenberger, 2002, P. 700). Thirdly, the rule stress affect to the business which is a support part of the organization. The structural nature of the organization results the clarity in the expectations of the employee engagement (Gilboa and Cooper, 2008). According to Griffin, Neal, and Parker (2007), the employee performs or control higher level of jobs when they have low ambiguity experience at higher level control of that jobs. The inspirational commitment can be one of the most important things from the employer which comes through loyalty and energy from the employee and depending on how employer getting from his/her job back (Robinson, Cummings et al., 1989). However, there are two positive and negative impact to the organization by both older and younger workers firstly, legal hiring implications of older worker and job seniority and experience rather than age (Kacmar and Ferris, 1989). The expectations of all age’s employees may be differed from each other in various stages in the points of career cycle. The ages can be different, but the skills and experiences also highlight considerable differences in the sense of our purposes that it provides a lens in differences among wide range of different ages to assess differences between older and young ages worker with an organization (Sterns et al., 1996).
Conclusion: 
The covid-19 pandemic has resulted in substantial operational changes in the in the industries to ensure or safety measurement of employees (Gursory and Chi, 2020). Working from home is not one of the best strategies to maintain the businesses and for the viability of the economy but trend to promote work-life balance or for the management of health and safety (Liser, 2020). The covid-19 pandemic has moderation effect to the industries due to working from home when the model can not be assessed by the online surveys by using same method or by the industries. The working from home due to the covid-19 pandemic causes variety factors such as work intensification, online presentation, employment insecurity, and difficulties of network. The use of virtual platforms for qualitative research has benefits which reduced the costs and increased the ability to reach wider population regardless of time and location. The extra working hours of employee should count who working from home in difficult conditions and circumstances to potential the employee engagement in the future (Nahrgang et al., 2011). The cultural study of this report may limit the generalizability but needed to understand the reactions toward working from home in different contexts for the future amendments. Finally, it can be said that the impacts of working from home may differentiate in jobs but it is useful for future research and for measurement these variables.
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