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Introduction 
Employees’ engagement at work is a key success factor for every organization (Dutta and Chaudhry, 2021, p. 14). A strong engagement of the workforce means usually increased productivity and better quality of the services and products that the company is offering (Richardson and Thompson, 1999, p. 71). As a side effect, the strong work engagement creates a more positive and a more productive climate for the employees themselves, as they strive to achieve together the objectives set by the company (Dutta and Chaudhry, 2021, p. 14). 
For many theorists work engagement passes through increasing the consciousness of the workforce that working for the company at full potential increases the chances of the company to survive and progress which leads to greater work security for themselves (Reid and co, 2002, p. 250). Also, higher profits are often translated into higher pay for the employees as well, so financially it is another argument in favor of working harder because it brings more money (Marchington and Wilkinson, 2002, p. 17). 

But although rationality says that employees’ engagement at work is mostly in favor of the employees themselves, in practice often companies suffer low engagement of their staff (Leroy and co, 2018, p. 31). This is not only due to the unconsciousness of the people working there but also to several other factors that may influence the staff’s willingness to work at full capacity (Toor, 2008, p. 41).  
The following report presents some insights on how the workforce of „Tesco” Ltd. can improve their overall engagement at work. „Tesco” is a leading multinational retail chain and is popular as one of the favorite United Kingdom supermarket brands (Tesco.com, 2022). People working there are true of great value to the company and this report aims to suggest some possible strategies to increase the staff’s engagement at work by increasing its overall well-being.

Body 

In organisations act different drivers for the engagement of people. In „Tesco” currently act on some specific drivers for increasing engagement such as reward and recognition, concrete communication, training and development, individual performance-related pay, and management by objectives (Tesco.com, 2022).
The reward recognition is a very good option as it lets the employees get small rewards for a good performance. Usually, the reward recognition in „Tesco” materializes into bonuses paid and additional days off allowed. It is a strong motivator for staff to work more there in the aim to get any of them. 
Concrete communication is another good practice to be outlined in „Tesco”. The staff can freely and easily communicate with managers within the horizontal hierarchy of the company and can get feedback on all works related problems. So, it is out of doubt that it is a company where things are told straight to the point to ensure the common success for all. That is what strongly motivates staff: everyone is aware that they will be helped if confronted by a challenge at work by their superiors.

Training and development are other key success factors to motivate employees to work better and to feel engaged at work. From the very first day, new hires are thoroughly trained. Training, together with the concrete communication and regular feedback that they get, lets them develop into great professionals. Further development is strongly encouraged as well within the company, as the management always keeps an eye on the staff turnover and is willing to do whatever is needed to keep the current people working at „Tesco” for years. Briefly, the staff is considered the greatest advantage of the business, and investment in training and development of people is always a priority.
The financial factor is also broadly used by the company. Performance-related pay over the wages is given to those who are ready to work extra shifts and who achieve good results. It is what makes „Tesco” a company that most often rewards a good job done with money, apart from the praises and the kind words, and money makes staff there usually more engaged.
Finally, the company applies the management by objectives which are considered one of its strongest advantages in boosting the employees’ engagement. Just clear objectives matter there and they are measured through clear indicators that everyone working there knows and can follow. This management by objectives is translated into full transparency of promotions and career success: no ties or any form of discrimination can turn the balance in favor of those who deserve an opportunity less than anyone else. Such equality is a great motivator for people to feel engaged with the business and many „Tesco” employees usually purchase shares of the company (Tesco.com, 2022), as they feel it is their own.
As stated above, employees are considered one of the greatest advantages of the company and that is why the management monitors their opinion towards the business and the things the company offers to them regularly. Some of the most used tools are surveys, performance appraisal, continuous professional and personal development programs, and staff and management meetings (Tesco.com, 2022).
The surveys are a well-spread manner in „Tesco” to track individual opinion towards the work there in general and towards the management policies of the company. Usually, employees there do short surveys once or twice a year and everybody, including the new hires, can participate. The surveys combine mostly closed questions where an option can be chosen and rarely do they include open questions where employees can share an opinion in writing. The main explanation behind this is that digital tools for analysis can deal easily with closed questions statistics, while open questions require a deeper analysis of the answers. 
Performance appraisals are another tool for measuring employees’ engagement at work. These appraisals are regularly done in „Tesco” and every employee there has their performance reviewed by their direct superior. Based on the review, the superior explain to the employee how their performance evolves and if there is anything that falls out of the standards of the company, that can be improved, etc. That is how errors are immediately rectified and the employees have the chance to improve their performance in aim to grow in keep their job and grow in their careers. 
The company encourages in many ways the professional and the personal development of the people working there. For their part, development incentives help to boost employees’ engagement at work. „Tesco” offers multiple pieces of training for each particular job role and also many pieces of training for developing soft skills, so the personal side of the employees is not neglected as well. Apart from them, mentoring is provided for certain job roles and new hires or less experienced ones are mentored by a more experienced colleague with the aim to master fast the skills that they need to do their job well and within the high standards of the company. 
Finally, meetings between the employees and their superiors are regularly organized with the aim of keeping constant communication on the job matters. These meetings are different by their nature. Some of them are regularly organized and there are discussed matters like weekly and monthly targets, shifts schedule, etc. Other meetings are organized on special, non-regular matters such as a planned expansion of the company in new regions, the opening of new shops, etc., and there are discussed matters that are concerning only the change in question and how to deal with it: who will go to work in the new stores, how the delivery there will be organized, etc. Other meetings are organized by the managers themselves in case they see that an urgent intervention of their part is needed in a particular store or in a particular department of the headquarters. There the managers share their concerns with the employees and together they try to elaborate a solution on how to address this challenge for „Tesco”. 
Employees value proposition
So, in the sense of thoughts shared on the drivers for engagement of people and the diagnostic tools, a concrete strategy can be applied within „Tesco” to boost the engagement of the staff. Indeed, the company has currently a great portfolio of strong employees engagement drivers, but – on the other side – the pandemic of the coronavirus managed to spread its stressful 

In the context of the coronavirus crisis and the remote work regime, this additional stress may have acted as a demotivator for people working there, making them feel quite sick and tired of the routine. At the very individual level, many people working there asked themselves is this the right career for them in the context of the insecurity and fragility of human life in front of the deadly virus?! 

And it is a right question that many people across the globe have asked themselves and it led to the Great resignation during the pandemic indeed. So, it is maybe the biggest challenge that should be addressed by this new strategy: breaking the tiring routine with something different, unusual, and interesting that can give additional, unexpected meaning to the professional life of people.
Here comes the „Change your job for a day – live your dream career” campaign which will aim for employees to change for a day the role they are hired for within the company and assume a new position, preferably by their choice. For example, a cashier can become a store manager for a day, while the store manager can assume the cash desk job. Or even changes between stores and headquarters can occur: a cleaner can join the marketing department for a day or a delivery man to join an online store role. 
At least such a campaign can help the employees to break the tiring routine and to experience for a day something different. It may be a bit challenging in matters of logistics, but good coordination and scheduling of the campaign within and through the stores can let the employees enjoy such an adventurous shift. 
The employees will potentially feel more motivated to strive to develop within the company, rather than to quit it in search of a better job that may fit better to their expectations. Knowing all kinds of opportunities at „Tesco” will make them look first for their dream job at the corporate level.
For the company’s management, this campaign can help them to spot many new ideas and even talents among employees that they have never considered before. At the same time, it will let the management potentially spot some errors that the business may have done in its processes and how to improve them to make them more flexible. 

It is recommended that the new practice is monitored every month by surveys, at least during the first year of its application. The surveys can give an overall idea of how employees feel about changing job roles for a day and do they find it interesting, meaningful, and appealing. So, at least for those who have participated in the campaign, filling out a small survey open questionnaire can give an overall picture of the benefits and, possibly, the flaws of the new practice. 
Conclusion

In conclusion, it can be reiterated that investing in staff’s well-being is a clear and obvious way for the company to show how much it cares for the people working there (Sutton, 2018, p. 40). So, by diversifying the work routine, it is possible that „Tesco” achieves a better work engagement of the employees.
Usually, the routine kills the power and the creativity of the staff: doing every day the same is easy, but not so interesting for those whose souls strive for more, for a change (Toor, 2008, p. 41).  So, changing sometimes the roles that different members of the staff take are a way to break the routine and to allow the people to showcase the maximum of their potential. 
It is also a way for „Tesco” to test the flexibility of its work processes, and eventually spot errors been done in the business. More, it is a way for the company to spot talent in a particular area of the business and to use the new ideas and insights of all its people in aim to achieve the best results. 
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