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[bookmark: _Toc101735573]Introduction 
In recent years, employee engagement approaches have become more popular. Employee engagement is described as a worker's intellectual, emotional, and psychosocial energy focused on achieving good job results (Armstrong and Taylor, 2020). Committed employees, according to research, are more likely to be productive, remain with their current company, and collaborate with clients. Research shows that fostering positive workplace culture may be beneficial to businesses. Engagement looks to be self-evidently helpful to the company. While the justification for interaction research and wide application areas like effort and turnover continues to grow, more patient-centred research results in the domains of health and welfare have emerged, with implications for organisational settings. 
Currently, I am working at Next Plc and the measures taken by my organisations such as Next Plc are flexible working time, work from home, job design, and improving workplace hygiene.
[bookmark: _Toc101735574]Employee engagement and its’ drivers
Sound businesses are supposed to establish workplace measures and practices that encourage and improve a sense of well-being among their company’s workers, resulting in increased productivity (Dessler, 2020). Unhealthy organisations refer to the opposite model, which is marked by bad working conditions, high absenteeism, and high staff turnover. 
Better organisational performance: Organisations such as Next Plc generally have a staff that performs well and has a high coefficient of performance, which leads to improved economic conditions. As a result, job engagement and the environment in which people work have a mental and emotional influence on pleasant work performance and behaviour (Abdullahi et al., 2021). As a consequence, organisational performance and employee satisfaction are linked. 
Improved work environment: A work environment that promotes employee contentment, involvement, and effectiveness would increase staff members' well-being and economic production (Armstrong and Taylor, 2020). From a bi-directional viewpoint, wellness is crucial for building long-term work satisfaction and organisations such as Next Plc al commitment. There is currently no one, widely acknowledged definition of employee satisfaction. 
Emotional connection and commitment of the employees: Even though it has been a popular topic for many periodicals and consulting organisations such as Next Plc, just a few scientific literature studies have addressed it. Employee engagement is the workforce's positive emotional connection and devotion, which involves commitment and involvement in one's job (Obrenovic et al., 2020). The method utilised, depending on whether it's a characteristic (optimistic view on life and function correctly), state (sentiments of power creation, uptake), or behaviour patterns, is a crucial factor in contextualising participation. 
Effective communication: Effective communication is critical in this management. Dessler (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 theoretical model. Employee engagement necessitates a two-way dialogue between a corporation and its workforce. Work engagement is connected to individual involvement and enjoyment, according to the sense of fulfilment concept. An early model of employee satisfaction as intellectual, emotional, and material assets implies that direct interaction, consciousness, and emotional closeness guarantee that people reveal their true selves (Obrenovic et al., 2020).
Remote work facilities: One of the most significant kinds of labour market adaptation during the COVID-19 illness epidemic was the broad move to remote work, which averted future major layoffs. Regardless, produced a preliminary categorization that identifies several elements for distinguishing the nature of remote work and these are location, temporality, technical, value chain, legal structure, and monetary remuneration (Abdullahi et al., 2021). As a consequence, the location characteristic corresponded to the geographic location where the individual works, even though working remotely does not necessarily entail working from home. Working remotely has different characteristics based on the day of the week, month, and so on. It might be full-time or part-time, exactly like any other job, in terms of working circumstances (Beardwell and Thompson, 2017).
[bookmark: _Hlk101710193]A more diverse workplace: A more diverse workplace that utilises less space, electricity, and other resources helps a firm to be more productive. As more individuals work remotely, pollution levels will drop dramatically, and sustainable development has become a valued asset for enterprises. Companies that are the first to capitalise on its importance will have a competitive edge (Saengchai et al., 2019). Additionally, businesses have learned that the coverage area for potential recruits has grown, since "living in the vicinity of the open post" is no longer a requirement for employment. Employees benefit from working remotely because they have a better work-life balance, which boosts job satisfaction.
Work-life balance: Remote working is largely a technique for balancing roles based on the targeted use of technical improvements, enabling employees to work from areas other than the company's office buildings or facilities (Torrington et al., 2020). They are balancing work and family life, which requires happiness and a solid work-life balance, with the least role stress. The objective is to establish equitable job possibilities, modify conventional roles and stereotypes, and take into account the need to respect and care for family members. Aside from this 'win–win' situation, which benefits both workers and management, speculations highlight the flaws in this concept (Beardwell and Thompson, 2017). As a consequence, it seems that when the lines between office and personal are intentionally blurred, job pressures flow over into non-work or family life. 
Employee Reward and Recognition Programs: Working remotely necessitates a higher level of regularity than has previously been required in many organisations such as Next Plc al contexts. There are fewer applications for an acceptable course of action, social norms for specific qualities, and trends for life-long careers than there are for a specific decision, social rules for specific traits, and trends for life-long professions than there are for a specific course of action (Dessler, 2020). They must provide an increase when they depart an organisation's safety net, but they also lose a sense of community, stability, and predictability. Economic instability, increased unemployment, prospective career insecurity, job ephemerality, and physical and emotional estrangement are all major contributors to the COVID-19 disease breakout issue.
[bookmark: _Toc101735575]Diagnostic Instruments for Measuring Employee Engagement
The current illness epidemic has made things tough for institutions, particularly those in control of human resources. Fundamental changes are taking place in the workplace and socio-cultural setting, such as the shift to remote working and the introduction of new organisational rules and procedures to limit interaction (Abdullahi et al., 2021). Finally, job cutbacks, salary cuts, and layoffs have exacerbated high unemployment and financial harm, putting workers in an unpredictable position. Workplace well-being is jeopardised by all of this job stress. In this regard, businesses must focus on new health policies, processes, and safeguards to avoid general health. As a consequence, dealing with workforce difficulties has proved to be more challenging than it was before the breakout of the illness.
Confidence: Workplace conditions have a substantial influence on employee health. Even though "health" is a wide word, the World Health Organisation defines it as a comprehensive state of well-being rather than just the absence of sickness. Overall organisational unfairness might result in emotional reactions such as anxiety or heart disease in this regard (Hamilton Skurak et al., 2018). Long-term exposure to general organisations such as Next Plc al unfairness may also result in longer-term concerns impacting an employee's quality of life, such as sleep disorders and poor rest, inflammatory responses, and a long number of other problems.
Compensation: Wages and salaries, often known as payment, are a monetary technique of rewarding service or a profession, as well as the person who completes it (Hamilton Skurak et al., 2018). Eliminating individuals and teams’ economic production incentives or altering income in these times of crisis would be a huge error, discouraging employees. Wage honesty is a complicated concept that does not need a huge expense. Based on talent, competence, and risk tolerance, each employee selects what they perceive to be a decent compensation. Because it is directly tied to job fulfilment, participation, and wellbeing at work, it may vary from the remuneration paid by the company, causing a feeling of injustice (Torrington et al., 2020).
Communication: To cope with today's difficulties, communication is essential. In these trying times, the conversation must be founded on a vibrant two-way dialogue. Personal interactions with colleagues, superintendents, and news articles are crucial, and they are a big element of the everyday work weather and environment. The impact is one of the factors revealed via research and study of inter-worker interactions. Messages should, indeed, be sent and get developed with empathy and understanding for the issues of the employees in mind (Saengchai et al., 2019). Acknowledgement is a component that improves employee engagement as a management style focused on mentoring with frequent communication, coaching, and history of appreciation.
Leadership: A strong and effective leadership can improve the employee engagement of organisations such as Next Plc to a great extent. Employees have faced issues unplugging from work responsibilities, distinguishing work life and personal life, and even additional risk tolerance, such as exclusion, as a result of this (Abdullahi et al., 2021). Stressful circumstances, such as an excessive workload, lengthy hours, and fewer rest periods, have been imposed on essential staff. In addition, contracting illnesses at work and transmitting the virus to relatives and others is a serious issue. A good leader can provide a solution to each of the problems to make personnel provide their best effort and improve their engagement level (Ivancevich and Konopaske, 2013).
[bookmark: _Hlk101708717][bookmark: _Toc101735576]Employee Value Proposition and strategies to increase employee engagement 
The value that an organisation such as Next Plc delivers to its employees in return for the worth that they provide to the company is referred to as the employee value proposition. The compensation is determined by an employee's capabilities, aptitude, skills, and expertise, which are used to assess the workforce planning integrative methodologies and the specific goal. Its uniqueness drives the recruitment, development, and retention of vital competencies for the company's success (Hamilton Skurak et al., 2018). The core talent that a company requires to improve and sustain its company value proposition is the employee value proposition. It is a decisive factor in what employees gain from working for the organisations such as Next Plc. For methods to grow and strengthen the hiring process while facilitating recruiting, effective elements that make up the employee value proposition are required (Torrington et al., 2017).
[image: ]
Figure 1: Constituent of the employee value proposition (Ivancevich and Konopaske, 2013)
To construct a proper employee value proposition, Next plc need to design its compensation package including salaries, bonuses, and pay raise, outline the employee benefits including healthcare, remote work facilities, and time off, developing the career prospect of the employees including training, education, promotion, and coaching, and finally improve its culture that will have a clear mission, values, atmosphere, and teamwork facility so that they will feel valued and can upgrade their skills and talents (NOE, 2022).  Peacebuilding, Cultivation, Self-worth, Remuneration, and Interaction are variables that favour overall organisations such as Next Plc al health and quality of life in the current crisis, according to the suggested employee engagement framework, and metrics are provided to measure each one's accomplishment, according to the proposed employee satisfaction framework (Obrenovic et al., 2020). 
As a consequence, the conclusions of the research present a complete and thorough framework that contains the most important organisational health and wellness standards, as well as the direct, beneficial impact that the COVID-19 global pandemic problem is expected to have. This might serve as a starting point for further study into the numerous external and internal elements that may support or change the consequences of these policy efforts. Furthermore, the research has several practical implications (Abdullahi et al., 2021). COVID-19 is a medical condition that is causing employees' interactions and well-being to be jeopardised by substantial unpredictability. Management should address these elements to preserve the competitive advantage in the industry, based on the beneficial impacts of employee contact and its well on efficiency, economic production, and organisations effectiveness, including in the current pandemic context. As a consequence, a model has been established that the different managers involved may use as a reference.
To increase employee engagement, managers must recognise that creating and implementing a compensation package that responds to the new job situation, with non-monetary benefits that are far more fiscally viable due to the firm's economic implications as a result of the communicable disease, is an effective way to enhance engagement (NOE, 2022). Moreover, organisations such as Next Plc should foster colleague and supervisor dialogue, information exchange, and informal connections.
[bookmark: _Toc101735577]Conclusion 
Managers should concentrate on providing remote working settings that allow employees to balance work and family life in this fictional scenario to improve employee engagement (Torrington et al., 2017). Other challenges to address include addressing workers' assumptions and future objectives, as well as participation in decision-making and organisational procedures, as well as enfranchisement. Employee impressions, assumptions, and motivation may all be enhanced via in-house coaching. Furthermore, if employees perceive those measures are being done to preserve their health, they will be more engaged (Dessler, 2020). Businesses must ensure that all fundamental hygiene efforts are implemented in the workplace, take into consideration task reallocation and working at home, and pay special attention to their employees' mental health. 
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