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Introduction
The chief executive of Company X (we are talking about an imaginary company) participates in an online conference in which the main topic is the current situation facing the economic and social system due to the pandemic caused by the Covid -19 virus. The most important topic was the commitment of the employees in the organization in terms of the current situation, what solutions have been found and what can be done next to safely overcome the confrontation with the new situations that will arise.
Concept of employee engagement
We find in the literature various definitions of employee engagement MacLeod Magazine in 2009 found over 50 definitions and, as stated by CIPD, there is not yet a common definition of employee engagement, but it is certain that a good and balanced relationship between employer and employee is based on mutual gain. Macey et al. (2009) said that commitment is “the sense of purpose of the individual and the concentrated energy, obviously for others in displaying personal initiative, adaptability, effort and persistence towards organizational goals” (p. 7).
If the organization works efficiently and with benefits, it is the merit of the employees and the management. Professionalism and tenacious work bring performance, the feeling of satisfaction appears and these things create the well-being and safety of the job.
Consequently, job satisfaction, passion, enthusiasm, personal dedication to work and to the organization are closely related to the workplace, internal factors in the organization, working conditions, the remuneration system, etc.
The chief executive asks for a report on employee engagement knowing that this may as well illustrate the well-being and performance of employees but may also be indicative of the organization's situation in the industry and its image.
How job evaluation is defined
By evaluating the jobs, a process of identification, analysis and measurement of each job is applied according to the established criteria and from the information obtained the relative values ​​of the jobs are established in a uniform and consistent manner.
The organization, Company X does not have a large number of employees and the active participation and the food and services field in which the company operates did not pose special problems, so the management did not pose any problems.
Chief executive is concerned that a low level of employee engagement may impact to company viability. 
She requested a report that a report that:
Reviews the concept and drivers of employee engagement
Evaluates diagnostic tools to measure engagement
Constructs an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement.

Fig: A - typical job evaluation programme
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The evaluation establishes what size and relative value the jobs have for the organization compared to other jobs inside or outside the organization.
Job evaluation objectives:
· gather useful and accurate information about a job.
· what is the value of the size of the jobs
· in order to establish a rational salary structure.
· systematic evaluation provides a basis for the qualification of positions
· based on this analysis, the achievement of salary equity between jobs is determined.
· compare the market with jobs or roles of equivalent complexity and size.
The Psychological Contract
Among those who defined the concept of the psychological contract is Schein (1965), who explained that: "The notion of psychological contract implies the existence of an unwritten set of expectations that works constantly between each member of an organization and various managers and others in that organization."
This unwritten contract which is the Psychological Contract between the employee and the employer is related to the evaluation of the job and the commitment and involvement of the staff in the organization. The two parties involved have expectations from each other, employees want fairness, equal and ethical treatment, the opportunity to demonstrate competence, fair remuneration for work trusted in the management of the organization and the employer wants loyalty, efficiency, effort from the employee, competence, commitment.
Drivers of employee engagement
The Human Resources Department is involved in measuring the employment and involvement of employees in the organization following the submitted activity generally presents the situation of employment and involvement of employees in the organization.
The department does this study knowing an employee is engaged when:
· they want the organization to perform
· he dedicates his time to perform with the organization
· they trust the value of the organization and the work done
· they are loyal to the company
· they are creative and active at the same time
· the quality of the products is the objective and the product of their work
· they help and motivate each other with respect and understanding
· knows that the number of staff is limited, helps in another department
· I know the value of time and I don't waste it
· he is passionate about the work he does
· learn and update with the latest in technology and information
Due to the fact that it is a small company and the number of employees is not large but it is established as the exact figure because each sector has an exact and limited number of staff each through conscientiousness and involvement bring their contribution to the smooth running of the company. Company X is divided into activity departments: Production, Kitchen, Hygiene, Food Sector, Food Delivery, Cold Storage and Goods Receipt, Human Resource, Accounting, Executive Office. 
I have listed some of the drivers that have an impact on the workplace and the employee's commitment to the organization
· Autonomy
· Capacity
· Co-worker Relationships
· Fairness
In Company X and this FAIRNESS driver is among the most important only it is essential how employees feel at work, how they are treated by management or how they treat each other. All jobs must be viewed correctly regardless of the work performed because the whole work process is a chain with several links and each link is equally important. The relationship between work and material and moral compensation must be distributed ethically and correctly.
· Feedback
· Goal Support
· Leader Availability
· Leader Integrity
· Meaning
· Professional Development
· Psychological Safety
· Purpose
To measure the commitment of employees in the organization, this driver PURPOSE is one of the important ones who, by understanding the purpose and duties of the employees, bring value to their work.
They know the importance of the Company's purpose, vision and mission - to feed the people of London healthy.
They know that only product quality makes this business profitable, sustainable, and long-lived, which for many means job stability and security in a critical period such as the Covid pandemic.
· Clear job
· Relationship With Manager
· Rest
· Shared Values
· Utilization
Of all the drivers of the strongest commitment, I consider that it is the feeling that you are appreciated for what you do and how you do your attributions and in the same measure you get involved in the activity of the organization, dedicated to work. Then you are sure that you are listened to, your superiors appreciate you and appreciate your work, you are consulted when certain decisions are made, you feel safe, your health is not affected by the conditions at work, etc.
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Due to the Covid-19 pandemic and the level of the company's activity, certain problems were encountered. The company's staff has an established number of staff that is essential for the proper conduct of the organization's activities. The measures were and are imperative for the protection of the most valuable capital of the organization - human resources. The restriction of the activity at national and international level has created an unprecedented situation that requires solutions that prove to be efficient for employees, organization, business environment, economy, etc.
Measures that the organisation have already taken are:
· Working from home
· Flexible working time
· Job design/restructuring roles
· Making the workplace “Covid-19 safe”
Due to this fact, the activity in certain sectors is disturbed by the new measures that the organization needed to establish in order to protect the employees.
If for most of the administrative staff there is the possibility to work from home, the same cannot be said about production directly or related services.
The company has restricted its activity but has maintained a subsistence production capacity because it works with perishable products and especially the food sector is important for the economy and especially for the population.
The problems discovered during the audit are related to human resources:
· some employees who have come in contact or are suspected of being infected with the Covid-19 virus are quarantined
· those who were on holiday abroad were quarantined
· the imposed social distance (2m) creates difficulties in accomplishing the service tasks
Measuring Engagement 
Evaluates diagnostic tools to measure employees engagement
At this moment and due to the pandemic situation, due to the signals within the company, a slight decrease in the employees' commitment was found. In general, the situation during the quarantine period after the imposed quarantine and as a result the decrease of the orders, which means a decrease of the production. 
1. Review the current situation
•	The areas of strength and weakness are established and discovering any factors that act as stagnation in the way of commitment and that need to be addressed.
•	Employee survey - requires careful analysis.
•	The commitment of senior management is vital - it provides the necessary resources and takes action on the findings.
•	Resources will be needed to develop an appropriate survey,
•	Implement any improvements deemed necessary - increases in training budgets, for example
•	Communicate clearly with employees about the purpose of the survey to ensure confidentiality
•	Without a clear commitment from the employer to act on the basis results, a survey could be counterproductive
· An employee survey can provide a clear indication of levels of commitment
2. Develop a tailored organisational strategy
The needs and motivations of different groups of employees must be taken into account - older workers, younger workers or workers with disabilities, for example.
Based on the findings of the study, we should be able to identify areas that need attention.
3. Set a clear vision and strategy and create a shared sense of purpose
The vision, strategy and sense of purpose must be clearly established and adopted in the practice of the organization so that employees in all areas of the business develop a common understanding of organizational objectives and understand how their work role matches those of the organization and actively contributes to them.
All staff should see the "big picture" of what is happening throughout the organization and what the direction of the organization is in the future.
4. Recognise the role of line manager
Hierarchically speaking, this is the direct relationship of the worker with the management staff: team leader, supervisor, line manager. The latter is a key to establishing better communication – equal opportunities and far treatment
· Develop constructive and open working relationships with their team members
· Communicate messages and information clearly
· Facilitates and empowers rather than controls and restricts
· Provide regular feedback on good and poor performance
· Expresses appreciation for the contribution of team members
· Provide support, coaching and training and development opportunities, as appropriate
It is also crucial that line managers are considered to treat employees as individuals, with fairness and respect, and that they show concern for the well-being of employees.
5. Make effective communication a priority
By informing the staff, the effectiveness, regularity and consistency in communication are pursued. An open and honest dialogue, focusing on positive progress and achievements as challenges and difficulties facing the organization.
6. Listen to your employees – cooperation
Communication must be in both directions and from the employee to the management staff and from the management to the employee then trust and cooperation develops. It is especially important that senior managers are visible and approachable. The organization provides e-mail access to senior management so that employees can ask questions or pass on ideas that are beneficial to the organization.
7. Develop relationships based on trust
· Employee employment is related to the ethical and professional relationships between the organization's employees. 
· Trust is an extremely important ingredient especially in times of uncertainty.
· Leaders must have the interests of the entire organization
· To gain the trust and loyalty of their employees, leaders and managers must be visible and authentic.
· You must see that they are telling the truth and acting with integrity.
· Leaders should model these values in their own behavior. open and honest communication also helps to build trust.
8. Review reward and recognition systems – pay and benefits
It is important for employees to feel that they are sufficiently compensated for their efforts, that the pay and reward structures, including bonus schemes, are fair and equitable and that assessments and management systems are applied correctly and consistently throughout the organization.
9. Provide learning and development opportunities
Programs are established, courses for the training and development of employees to be able to develop their own skills and be able to work effectively in their current roles, providing a sense of accomplishment, personal growth and job satisfaction. The aim is to create promotion opportunities and career progression.
10. Build a culture of engagement
The organization must develop and maintain a culture that:
· Appreciates and respects its employees
· Demonstrates fairness and integrity
· Promotes open communication throughout the organization
· Empowers employees to make decisions and take initiatives in their area of responsibility
· Encourages participation and involvement
This will involve ongoing continuous monitoring of improvements or failures and addressing issues as they appear.
In order to determine which employees have problems, I can say exactly that communication is used in the company as a diagnostic tool. Of course, they also use questionnaires, interviews and feedback, but the most used "tool" is communication. the employee communicates with the team leader, the team leader with the team supervisor, he with the department manager and he can decide the necessary measures or actions.
Therefore, after assessing the current climate in the organization, the areas of strength and weakness are identified and the factors that act as barriers to commitment and that need to be addressed are identified.
The organization chooses to do this through an employee survey. This option requires careful analysis. The commitment of senior management is vital - both to provide the necessary resources and to take action on the findings. Following the results, a base of resources will be established that will be necessary for the selection and development of an appropriate survey, the conduct of the survey and the implementation of any measures - increases in training budgets, as an idea. This is established with the Human Resources department which establishes for the employees the appropriate training for the position and the opportunity to be able to evolve in their career, to develop and can follow specialized studies. All will be treated correctly and will have equal opportunities without difference. The problems arose when the staff started to be less but the disruptive cause of the activity proved that the people who were trying to replace those who were absent did not have the necessary knowledge or rather were not qualified.
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As the CIPD says in their worksheet "The COVID-19 pandemic has a huge impact on the economy and the labor market at one level, as well as on society and old professionals at another. […]Throughout this unprecedented time, our hope is that the Government, employers and other actors protect not only the quantity of jobs, but also the quality of them. Full employment is an important objective, but it is not enough – healthy economies and healthy societies also rest on jobs that provide both financial stability and a decent quality of working life. HR and other people professionals have a vital role in this, as experts in employment and people management. But so do workers themselves, who can create change by voicing her concerns and priorities with their managers and representatives, exercising autonomy in their roles and ultimately changing jobs.”
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