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Introduction
Business management is important for business leaders as it helps with managing the organization and coordination of business activities. Management helps with organizing, planning, directing, and controlling the resources of business and meeting the policy objectives as well. Good business management makes the easier working of tasks with avoiding any wastage of resources by improving the standard of living which increases the profit that is beneficial for the business and society with gaining the maximum output cost by creating the opportunities of employment with generating the better revenue. Managing people comes under business management which will be discussed in this report.There will be a discussion based on Managing people of the British multinational organization Tesco. It is a grocery and general retailer merchandise founded in 1919 by Jack Cohen. Tesco is headquartered in England were about 423092 employees are working. Due to the higher number of employees, it is a big task for managing the people and employees in the company which will be further discussed in this report. 
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Reviews the concept and drivers of employee engagement
Employee engagement is the concept of human resources which describes the level of dedication and enthusiasm for workers' feelings for jobs engaging the employee caring regarding the work performance of the company. The efforts of the company are necessary for employee engagement to make more difference. The engagement of employees is considered as the well-being liked to the performance which is instrumented to the success of the company (Antony, 2018). An engagement of employees is critical for making a profit in the company by linking the morale of employees and satisfaction of job. Communication has the critical part for creating and maintaining more engagement for higher performing and productive ways. 
The displaying has a greater commitment for goals and values encouraging more engagement and ways consisting of more expectations and communicating offering of promotions and rewards for excellent work and keeping the employees informed about the performance of the company and getting regular feedback from them. The strategies indeed make a lot of difference and efforts in making the employee feel more respected and valued with the ideas of being heard and understood. There is more engagement of employees believing the meaningful work that is backed and appreciated to the supervisors that have been entrusted to the success of the company. 
The engagement of employees is considered as the major part of the management theory and adopted since the 2000s as the detractors are based on the difficult measures for engagement of employee making the direct links to the financial health and profitability. Engaging with employees develops a certain emotional connection towards the company and job focusing on the final goal of the organization (Barik, S. and Kochar, A., 2017). Some loyal employees are productive and motivated with working towards the success of the company and making the connection with the higher level of performance connecting the certain measures with speaking positively about the employees. 
There is a certain driver from employee engagement- 
1. Autonomy: This driver plays a major role by inspiring the employee with the best work having the autonomy of work trusted for making the decisions choose between managing time. 
2. Capacity: It is overlooked with the highly important driver which makes more comfortable work feeling more capable of making the easily accessible resources. 
3. Co-worker relationships: This driver focuses on the relationship of employees with co-workers. 
4. Fairness: This impacts the engagement which reflects the range of indicators that compensate the receivers. 
5. Feedback: Receiving helpful and adequate feedback helps with understanding the expectations (Kang and Sung, 2017). 
6. Goal support: The measuring of goals helps with identifying the employee getting more support with needs for the jobs. 
7. Availability of leader: It drives the gauges with visible, approachable, readily, and accessible leaders connecting with more people at work. 
8. The integrity of leader: This is measured with the commitment of leaders following the sense of dependable leadership. 
9. Meaning: It finds the measuring of work making the important aspect for engagement as it immerses with the values. 
10. Professional development: The drivers have the presence of opportunities for growth providing the leaders and managers for supporting the professional development of the employee. 
11. Psychological safety: It pursues the negativity with consequences to the status, self-image, and career. 
12. Purpose: The vision and mission of the company are clear with giving the connection and improving the purpose of better working. 
13. Role clarity: The employees are clearer with the roles entailing with clear connectivity of the daily tasks impacting the business and providing the adequate role of clarity. 
14. Relationship with manager: It plays a major role in the relationship of the dynamic way as it gives the engagement with drivers encompassing the broader assessment. 
15. Rest: It benefits the package of the employee making more sense to the employee feeling the regular working hour and suffering of engagement (MADAN, 2017). 
16. Shared values: It shares the common attitude of working and principles which helps with building the mutual interest indicating the aligning of values. 
17. Utilization: It drivers are well employed with the abilities of skills and knowledge directing the level of engagement. 
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There are 6 diagnostic tools used to measure employee engagement-
1. Employee rewards and recognition programs: According to the studies there are about 69% of employees work harder with the efforts and appreciated ways as the employee rewards and recognition program is a very good way for identifying the engagement of the employee. Rewards and recognition are making a direct impact on the management of employees. It has the reverse stands identifying the number of employees receiving the rewards and recognition as it helps the HRs and managers with identifying the engagement of employees in the organization. This program helps in boosting the morale and confidence amongst employees making them and motivating them in performing better for getting more recognition and rewards in the company(Simblettet al., 2018). 
2. Frequent employee surveys: It is a quicker and easier method that is very effective for measuring the engagement amongst the employee. It helps with measuring the engagement and motivating the employee by getting more ideas from the employee. This uses the two ways of communication which is very important for engaging the workforce. The managers and HRs have the frequent sending of small, simple, and actionable surveys to employees which also helps the managers, HRs, and the organization with engaging the employees. It helps with understanding the temperament of the organization focusing on the metrics of alignment, satisfaction, and future orientation. 
3. Have frequent one-on-ones:Having frequent one on one helps the managers and HRs with the meetings that are one-to-one with the employees. These meetings are in person with the HR or manager as the employee feels free for sharing the information and expressing them with the working regularly, weekly, and fortnight which is also advisable. One-on-one helps with understanding the perspective of the employee and getting connected more personally which is easier for any problems. 
4. Conduct exit and stay interviews:Employees leave the organizations with different points as the HR or manager makes the cite with engaging the work in an organization. The major reason behind making people leave the organization is to get more employees by more interviews. Conducting exit or stay interviews helps the HRs and managers to know the areas for improving the engagement of the employee. The exit interviews help with understanding the work done differently with engagement improving with the excellence of ways. It helps with preventing other employees from leaving the organization for some reason. 
5. Make small focus groups:In larger organizations like Tesco, there are higher difficulties faced with conducting a one-on-one meeting with thousands of employees. In this case, the focus groups can be formed where the members of the different or same team can be grouped based on the employees feeling their importance of work and helping the organization with improving the productivity and engagement of the employee. Small focus groups help people create a more intimate environment for the discussions particularly with appropriate and sensitive issues(Cohen-Mansfield, 2017). 
6. Measure productivity metrics and retention rate: Retention rate and productivity metrics of the employee helps with determining the engagement of employees in the organization as employee engagement helps with a direct effect on the productivity metrics and rate of retention. This is very important for the engagement of employees making measuring of work from time to time as it motivates in retaining the organization. It mainly incorporates the engagement of the employee with measuring the tools and strategies that are necessary for solving anything necessary. 
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The employee value proposition for Tesco include- 
· Offering true working flexibility in the schedule and location. This is the ultimate dream for the employees required for working growth and fulfillment. It is ideal for setting up the freedom and autonomy of employees and feeling more purposeful(Arasanmi,  and Krishna, 2019). The employee value proposition gets shifted to the remote first. 
· Having a mission that goes beyond the work makes the interest becomes more pronounced with striving the work as company values with making more profit and establishing the equity in the environment. 
· Fostering the genuine connection of employees prefers with remotely working of aspects by connecting with other members in a meaningful way. 
· There is an offering of the program which supports the integration of working offering the spaces in the favour of hybrid working(Mascarenhas, B.G., 2019). The value proposition of employees helps with ultimate working which addresses the evolving of marketing talent. 
· It addresses the additional financial burden that helps with the management.
· Offering the program for supporting the integration of work-life which shows the new ways by supporting the integration of the work-life making huge differentiator attracting and retaining the talent. 
Strategies to raise the level of improvement includes-
· Modeling the core values with emphasizing the mission as it engages to inspire more people. The mission and core values determine the foundation of the company's culture plays a major role in engaging the employee.
· Prioritizing feedback gives the optimal amount for correlating with the reviews of a positive manager directing the reports and influencing the higher level of management (Rafiqueet al., 2018). 
· Concentrating with engaging more on management increases the engagement of workforce strategy focusing on the middle of management in a more effective way which increases the engagement to the board. 
· Coordinating the volunteering opportunities makes a positive contribution to society which helps towards the making of purpose and opportunities connecting on a deeper level.
· Prioritizing more on physical and mental health engages with enhancing the efforts of wellbeing. It initiates more with greater ways for engagement as it subsidies the busy working life. 
· Recognizing the top performers and reward achievement helps with the efforts of appreciating as it acknowledges the employee allowing the priorities of feedback encouraging the positive recognition utilizing the channels of communication(Haoet al., 2020). 
· Conducting engagement of employee surveys helps with understanding the working with making the employee feel more valued. 
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Conclusion
From this report, it can be concluded that employee engagement is very important for attracting a greater deal of interest from the employer focusing on the numerous sector as it desires with finding ways for increasing the motivation of employees. The differences give a greater penalty for raising and stating the international competition with more efficiency of standards. It has the ground rules for concerning the character of a relationship filled with sophisticated approaches. Employee engagement refers to the understanding of potential consequences making the core requirements for the process and successfully implementing the engaging of work and gaining more profit in the company. 
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