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Chapter 1: Introduction 
[bookmark: _Toc95155301]1.1 Research topic 
The engagement of employees is not only beneficial for the employee but also for the organization (Osborne, and Hammoud, 2017, p. 4). Employees help the organization to achieve the phenomenon associated with its goals and objectives. Salary increment boosts the employees’ job satisfaction and trust in management. The research will analyze the relationship between the increase of salary and engagement of employees in retail companies such as Tesco. It will be effective to highlight the employees’ retention strategy of Tesco. 
[bookmark: _Toc90552529][bookmark: _Toc95155302]1.2 Research Significance
In the competitive world, change in an organization is growing faster than expected (Awadari and Kanwal, 2019, p. 1). Most of the organizations are facing issues in implementing the changes successfully as the employees are not properly involved in the changing process. Hence, employees’ engagement is one of the crucial factors in modern-day organizations. Employee involvement not only enhances the successful implementation of the transitional processes but also enriches the creativity and innovation in the organization. Organizations are attaining higher performance in the industry by enhancing innovation (Klakhaeng, 2021, p. 2). It is playing a crucial role in the competitive business environment. The research will investigate how Tesco manages its employees and engagement of employees enhances the performance of Tesco. Moreover, the research will explain the role of salary increments in employee engagement.  
[bookmark: _Toc90552530][bookmark: _Toc95155303]1.3 Purpose of the Research
Tesco is one of the leading retailers in the UK as well as in the international retail industry market. The organization is operating its business with a workforce that consists of 360,000 people (Tesco plc. 2021). Management of the large human resources is one of the major concerns of Tesco. The purpose of the research is to determine the factors that affected the human resources management of Tesco. Moreover, it will also be effective to demonstrate how the increase in salary affects the engagement of the employee in Tesco. The role of the research is also to understand the employees’ retention strategy of Tesco. 
[bookmark: _Toc90552531][bookmark: _Toc95155304]1.4 Aim and Objective of Research 
Aim 	
The aim of this particular research is to determine how Salary increment affects employee engagement in Tesco.
Objectives
· To determine the employee engagement in Tesco 
· To highlight the employees’ retention strategies 
· To investigate the impact of salary increment on Tesco’s employee performance 
· To recommend strategies to improve employee engagement to increase organizational performance 
[bookmark: _Toc95155305]Chapter 2: Literature review 
[bookmark: _Toc95155306]2.1 Employees Engagement 
Employee engagement can be stated as a relationship between the employees and the organization. Higher engagement refers to a good understanding and relationship between the organization and its employees. Bharath and Sreedevi, (2020), considered that employee engagement is a psychological phenomenon that refers to the employees associated with work and the organization physically and emotionally. It is considered a miracle drug for workplace challenges. In simple terms, employee engagement refers to the ability for staff members to be present, energized, and focused while feeling connected to their company’s aim. 
Sun and Bunchapattanasakda (2019) viewed that the main advantage of employee engagement is increased productivity and profitability of the company. This is useful for effectively decreasing the employee turnover ratio. By using higher employee engagement, organizations can effectively strengthen of emotional and mental connection staff members feel towards their place in the company. Because highly engaged employees are more connected with their workplace and they are more aware of their surroundings (Kar, Bansal and Mishra, 2021).
 It is one of the significant indicators which is used in the measuring satisfaction of employees. As per the observation of Fadeyi (2020) at present, all of the staff members are wanting effectively engage in their work and are enthusiastic regarding having a sense of belonging, the company they work for, and be affordable flexibility approx location and schedules. In spite of employee engagement being effectively viewed as positive company-wider the majority of the staff members are disengaged at the company (Sun and Bunchapattanasakda, 2019).                 
Fadeyi (2020) argues that nowadays, HR leaders are chiefly concentrated on developing employee engagement at their company and retention is one of the main reasons. A company with high engagement efficiently reduces both hiring and turnover costs and disengaged workforces are the major factors contributing to the high employee turnover. As per Saks (2019) staff members who are effectively engaged in their work are probably to be motivated and dedicated for the effectively finished task in an effective way. Staff members who are engaged with their work are more productive as compared to that employee who isn’t engaged with their work. High productivity leads to more revenue. Employee engagement is extremely important for the company as having efficient and effective strategies helps in creating better and more positive work culture (Sun and Bunchapattanasakda, 2019). It helps in reducing staff turnover, building cost per relationship developing better work as well as impacting the profits of the company. It makes employees satisfied and turns them into loyal supporters. 
Employee engagement matters for employees at the workplace as they are involved with your job, colleagues, and company plays an essential role in overall experience and satisfaction. Workers become efficient and energized and this impacts their physical and mental health within the company and can influence their customers and colleagues positively (Kar, Bansal and Mishra, 2021). The value of employee engagement is high at the company level because it impacts business profitability and operations. In addition, it helps leaders in understanding the areas and needs that must be improved employee satisfaction and morale. It assists leadership to understand how to build positive work environments and manage teams effectively. Tesco needs to focus on employee engagement that will help in reducing employee turnover costs and keeping employee retention high (Fadeyi, 2020). Disinterest and low engagement are more likely to leave fast and frequently. If the company cares about its employees, their contribution, and the work environment, employees will be more committed and invested in staying.  In the modern work area, when workers are engaged then overall productivity rises by 20 to 25%. It also can be lost quickly due to stressed and overworked employees. It is obvious that client success and customer service play a crucial part in any successful company. Regardless, most businesses depend on maintaining and growing customers. Employee engagement helps the company in improving customer service a person gets from the company which is also good for customer referrals, up selles, and retaining customers. Employees will care more about the company’s customers and do anything to ensure clients and customers get a great experience. The overall objective for the company is getting more profits. It has been observed that Sales are 20 percent greater in highly engaged organizations than in disengaged organizations. Retaining employees also helps in increasing productivity and customer service that further increasing profits and sales of the company. It is also vital for the company to reinvest money and time into enhancing employee engagement. Employees should be satisfied within the company otherwise enthusiasm and interest will fade in the future (Chanana, 2021). Employees feel satisfied with their impact and contribution when employee engagement is extremely high. They will have a connection to their contribution and the organization they work for. It will ultimately increase satisfaction and happiness which will be good for the company’s productivity and morale. The company should roll out new initiatives to increase businesses that are more involved are more likely to participate. 
They will also respect and value what the company is searching for and enthusiastically jump in. Long-lasting interest and adoption rates will be extremely great. When employees are highly engaged and informed, they will be the best supporters of the company. it implies they will market the company through word of mouth the and use of social media (Chanana, 2021). Employees are the best assets and most trusted voice of the company that is also known as employee advocacy. The company also can invest in a platform that assists employees to stay engaged and informed which will increase their involvement, as well as lets workers, have easy access to the unique content to share on behalf of the company. Research shows that employees have primary requirements: recognition for their contribution, being aware of what is happening in the company, and interesting work (Saks, 2019). According to a study, only 15% of workers are involved with their jobs. This is one of the major problems many businesses are not aware that this problem is extremely bad for their businesses.
 It is important for the company to start to care about their employees and build a positive atmosphere as well as give opportunities for employees to perform better. Communication is one of the most crucial aspects of creating a workforce with highly engaged employees. The company must have proper services and tools that allow employees to interact with each other regardless of their location or role. It also means receiving honest and valuable feedback so the company can make possible improvements. It needs to be communicated how crucial this is and offer methods for workers, to be honest, and open (Saks, 2019). For example, if the organization has roughly 50 employees, it's possible that they're nearly unaware of crucial events and news. People who are more engaged in the roles and responsibilities not because they’re more cheery and happier. It's because they're an example of employee involvement (Chanana, 2021). As per Forbes, the culture of employee engagement is a workplace that is designed around the values of the company. Building a culture of employee engagement necessitates monitoring with workers to verify that the company goal aligns with how people work now and how they wish to work in the future. Engaged employees are living the values of the company at the workplace and they are also being recognized for their extraordinary work. Engagement is a sign of success. In addition, this does not only mean business success (Saks, 2019). It is the outcome of a team or personal success. Engaged employees are involved in the job not because they are creative and productive but because they feel their work is extremely important. They feel respected and valued as well as when their contributions are being recognized, they feel a sense of accomplishment that impacts their work positively (Chanana, 2021). An engaged workforce is more likely to show more value and respect for the requirements of employees and motivate employees to care for their well-being (Saks, 2019). It is vital for the company to consider policies such as fresh veggies and fruits in the break, and flexible schedules. Healthy workers provide several benefits for the company. Engaged employees are more likely to invest in their job and focus on the team’s success. They are dedicated to the aims and missions of the company (Awadari and Kanwal, 2019). As per the study, a highly engaged workforce has a 41% reduced absence rate. With the price of technology andself-services purchasing, customer service is extremely important. When workers are fully engaged, customers will be served better. Engaged employees care about the success and performance of their company as well as customers which is good news for the company. As per the survey, customers spend 13% more money with a business that gives a great customer experience.
[bookmark: _Toc95155307]2.2 Relationship between increasing salary and employee engagement
There can be observed a positive relationship between salary increasing rate and the employee engagement level. The employees feel the positive energy when they can get an increased salary. This positive energy can be influential for increasing the production level of retail companies such as Tesco. It is a very common fact that all employees engaged themselves so that they can be financially stable or independent and can be able to change their current state by earning money (Vorina et al. 2017). It is obvious that the more the salary is increased the more the employees feel happy and satisfied. It also helps in building trust among the employees that the company management of the retail company is giving priorities to its employees. The increasing salary can be helpful for the retail companies for developing the working interests among the employees. The employees can be interested to play their job roles more efficiently when their demands are fulfilled by the company management (Parent and Lovelace, 2018). Fair compensation is honesty for job satisfaction and employee engagement agreed by most people. But it only fulfills the bare minimum requirements. It also has been identified that the overlap between job satisfaction and pay level is less than 2%. Paying salary above the market rate is one of the important motivation factors as existing workers have more to lose (Alam and Raut-Roy, 2019). Due to this, employees are more motivated to perform better and stay at their job. It has been reported that a positive influence of salary boosts performance and productivity. A high salary is helpful in retaining and attracting highly skilled employees into the company since workers need to fulfill individual requirements. The employees will be motivated to boost performance and output. An employee will be performed to his ability only if he is satisfied with the wage he is getting. A person with a high salary feels dedicated and motivated to perform their work effectively as he seeks to please his company to stay in the job (Alam and Raut-Roy, 2019). According to many experts, a reasonable salary for a job is required in order to retain and attract employees. One of the research shows that increasing the minimum wage helps in improving the productivity and performance of the employees. Because many consumers pay more when there is high quality and a company can increase its prices without losing their customers.
The satisfaction level of the employees of the retail organizations such as Tesco can be met by making them able to earn more money and providing them with the opportunity for making, those able to earn more money. Satisfied employees are more efficient in their works and this can reflect on the whole production level of the company (Fadeyi, 2020). This increased production level of the company can be able to provide more products to the customers and improve the sales rate of the company. This will be helpful for developing the business profit rate of the retail companies. 
[bookmark: _Toc90552535][bookmark: _Toc95155308]2.3 Advantages of Employees engagement
1. The long-term relationship  
The engagement of the employees in the organization is a key element of the organization. The modern business environment focuses the organizations to change their work style and business operations. Moreover, the involvement of the employees is one of the major factors that affect the performance of the organization. To adopt the changes in the business environment the organization needs to maintain a good relationship with the employees (Turner, 2019). The employee's engagement in the business is effective to maintain a long-term relationship with employees.  
2. Enhances the understanding between the employees and the employees
The engagement with employees also implies a good understanding between the employees and the organization. The understanding between the employees and the organization is one of the keys to enhancing performance in the long term (Turner, 2019). 
3. Innovation and creation 
 Participation of the employees in an organization affects not only the performances of the organization but also innovation (Ahmed et al., 2018, p. 7). Moreover, the involvement of the employees in workforce creative problem-solving approaches in the organizations.
4. Employee’s satisfaction
Employee engagement results in some benefits and incentives to the employees of the organization. The benefits include salary increments, performance appraisals, and other incentives, which affect the performance of the employee positively. The benefits are effective to increase the job satisfaction of the employees (Osborne, and Hammoud, 2017, p. 4). Employee engagement service must make workers feel valued and heard as well as the company value their feelings and opinions. It can help in identifying what workers dislike about their work and what new skills they need to learn (Turner, 2019). 
5. Better Employee Health
Employee health must be a top priority for the company. Studies indicate engaged workers are more likely to eat healthier and exercise and less likely to be suffering from the disease. To determine the health situation of workers, employee engagement services are necessary. They offer helpful insights that create policies including company-sponsored race, flexible schedules, and the accessibility of health resources in the company (Maltseva, 2020). When workers are healthy, they will enjoy the work and feel motivated around their colleagues. If employees suffer from any disease, then it is the responsibility of the company to support them. A supportive and understanding environment increases employee productivity knowingly (Maltseva, 2020). 
6. Less workplace stress
Employees who are disengaged and those who are engaged are both vulnerable to work-related stress. The result of intact stress is different on the basis of engagement levels where managers play a crucial role. The engaged workers with supportive managers, some stress can be manage that also can be a motivational factor. The success key is the support as they are dedicated and also know that they are not facing challenges alone. While, when engagement is lost, then it can cause stress and can impact the health of employees. Therefore, it is important for the company to ensure team members have your support (Maltseva, 2020). 
[bookmark: _Toc90552536][bookmark: _Toc95155309]2.4 Strategies for Employees Retention 
The strategies to enhance employee retention have been discussed below.
· Maintaining a healthy work culture (Singh, 2019, p. 4) 
· Effective communication between the employees and the leaders (Singh, 2019, p. 4)
· Provide opportunities to the employees to enhance participation in the workforce. 
· Provide training to the employees to enhance the capabilities of adopting new changes in the work culture. 
· Performance appraisal can incentivize the performances of the employees (Singh, 2019, p. 4).   
[bookmark: _Toc90552537][bookmark: _Toc95155310]2.5 Issues related to employee engagement
Lack of engagement of the employees in the business activities can affect the organization negatively. Less participation of employees in the workforce negatively affects the innovation and creativity of the employees. Moreover, lack of employee participation affects job satisfaction and discourages the employees from contributing to the organization's growth. Lack of information occurs when workers are working from home and there is the possibility that they can lose connections with other employees (Maltseva, 2020). This information deficit impact motivation and employee engagement. It is an important component of organizational engagement but it is also important that employee engagement ideas also perform for those who spent their time off-site. It is easy for such employees to feel isolated and disengaged. As per the research of trade press service, 85% of workers states that they are more motivated when a company updates on daily basis regarding company insights and news (Parent and Lovelace, 2018). Lack of alignment is another issue in retaining employee engagement and the inescapable isolation that remote employees face is one of the biggest challenges in creating and maintaining employee engagement. Feeling underappreciated is another key employee engagement issue the company needs to consider with the employee base (Maltseva, 2020). The company needs to ensure that its reward system is suitable for all the employees. It is important to create regular recognition a part of the working culture. A poor work-life balance is also an issue to employee engagement. It has always been an issue to ensure workers control their working life in a great way. These factors affected the overall performance of the business and resulted in a decline in competitiveness (Parent and Lovelace, 2018). 
[bookmark: _Toc90552538][bookmark: _Toc95155311]2.6 Theoretical Perspective
The application of Maslow's Hierarchy of Needs is effective to enhance the engagement of the employees in the workforce. The application of the theory is effective to motivate the employees to contribute to the workforce (Hopper, 2020, p. 1). The theory explains the need of the human, which motivates human beings to contribute to the organization. 
[image: ]
Figure 1: Maslow's Hierarchy of Needs 
(Source: Hopper, 2020, p. 1)
The employee retention Connection (ERC) model can be applied to enhance the employees’ engagement in the organization. Application of the ERC model enhances the competitive advantages over the competitive by stimulating work, work recognition-reward, and improving leadership (Hussainy, 2020, p. 5). Reward and recognition help to improve the employees’ retention and encourage the employees to enhance performances. It focuses on employee retention that can help in increasing performance management and performance shows the engagement of the company while retention and engagement help businesses boost performance. Star performers should be nurtured by good staff retention. 
[image: ]
Figure 2: ERC Model 
(Source: erc-assoc.org, 2021s)
[bookmark: _Toc95155312][bookmark: _Toc90552539]2.7 Leadership
Leaders play an imperative role within an organisation related to their productivity, success and performance of the workers (Northouse, 2018). Building and maintaining high performance working team is one of the primary objectives of a leader. One of the key behaviour of a successful leader is leading by example. Leaders need to show their workers that they need to work by working hard himself or herself. A good leader inspires his or her followers by developing themselves through a never ending procedure of self-study, training, education and experience. Another key behaviour of a successful leader is transparency. Transparency with the team members builds trust among the team. True leaders are straight and truthful and they speak with their subordinates constantly and in need. A successful leader hires the best worker for him and then trusts them to lead. They take the blame if the task fails but give away the credit if it gets success (Northouse, 2018). Leaders inspire others to pursue the vision within the set parameters considered by them and for this trusting the team are very important.  
According to the trait theory of leadership, a successful leader need to have the following traits such as good personality, emotional stability, reliability, courage, imagination, ability to make correct  and quick decisions, intellectual ability and others (Northouse, 2018). Trait theory identifies the specific personality traits which differentiate a successful leader from others. There are also many limitations associated with this leadership theory. The main limitation of this leadership theory is that it mainly focuses on the personal traits and does not consider the environment and the situation which is very important to consider as mentioned by Giltinane, 2013. Furthermore, it also assumes that leadership is a born quality and cannot be acquired by an individual. Though, there are some limitations are associated with this theory, it is not completely invalid. It correctly indicates that a successful leader must have specific personal traits.    
In contrast to trait theory, behaviour theory of leadership focuses on the actual behaviour and the actions of the leader, which are not their traits or their characteristics. This theory states that a successful and significant leadership is an outcome of effective role behaviour (Lussier & Achua, 2015). The theory states that a successful leader usually uses three skills to lead his followers. These skills are the technical skills, human skills and the conceptual skills. The technical skill is referred to the knowledge of an individual towards the process of technique. The human skills are referred towards the ability to communicate and interact with other people and the conceptual skill is referred to the ideas which allow a leader to set up the models and propose plans for the completion of the given task (Lussier & Achua, 2015). The theory states that there is some specific behaviour which makes an individual a successful leader. Some of these behaviours are clear determining of the goals, motivating the workers to achieve the goals and effective communication ability to interact effectively. The favourable behaviour of leaders towards their workers is something which provides satisfaction to them. However, one of the limitations associated with this theory is that the behaviour of a leader may vary with the situation. The behaviour of the leader may be relevant at one specific time but it may not be relevant at another time. According to Miller & Sardais, 2011, this factor fails to consider the time factor which is a crucial component in the development of a successful leader. 
According to the situational leadership theory, a leadership is affected by a situation from which the leader emerges. This leadership theory is different from trait and behavioural theory of leadership as it states that leadership of an individual gets affected by the group, problem and its environment (Nohria & Khurana, 2010). In this theory, it is the responsibly of the leader to recognise the desires of his or her followers which could satisfy them. This leadership theory also states that there is no best style of leadership as leadership changes according to the situation. Though this theory clearly states that leadership is simply an ability of an individual to cope in a given situation, it fails to point that how a leader could be fit in different situation.     
Leadership is one of the important skills that an individual can obtain. A leader with appropriate leadership skills are the most vital component in the success of an organisation. A successful leader comes with different personalities and styles. There are several theories which states how leadership could be enhanced. Training to the leaders is very effective in the places where the performances or the results need to be improved (Northouse, 2018). Leaders help others to enhance their skills and also develop their bench strength and gives game changing supervision. It is important to mention here that leadership styles could be more productive if workers of the company act responsibly and cooperatively to the leader. One of the most famous leadership styles is the autocratic leadership style. Sergio Marchionne is one of the best examples of an autocratic leader. An autocratic leader likes to tell his or her subordinates what is to be done and how (Northouse, 2018). This form of leadership mainly services well when the time is at premium and the concerned leader has all the information for the completion of the task. However, this leadership style is negative when the leader gains something from the ideas of the others. Furthermore, neglecting the perceptions, views and intelligence of other members of the team might counter production in any situation.  
In contrast to the autocratic leadership style, democratic leaders approach for the problem solving ideas from his or her employees. A democratic leader always involve the viewpoints of his or her workers for the decision making process. Democratic leaders are also known as participative leaders. One of the major benefits that this leadership style gives is that the leader will never be out of ideas for correct decision. A democratic leader also gains the love and respect from his or her followers due to the strength of the collaborative instead of being insular (Yammarino, 2010). However, this leadership style also has some limitations. One of the limitations associated with this style is that when time is short and there is a requirement of a quick decision, this leadership style may fail. In addition to this, workers can also start to doubt on the authenticity and knowledge of the leader. 
According to the ELITE leadership model, there are mainly four concepts and skills which are required for improving the leadership skills. An aspiring manager must know how to apply the four skills at the workplace for bring an effective leader (Yammarino, 2010). The first set of skills is for self knowing such as self-awareness, social awareness, and the self management with the personal relationships. The second set of skills is the ability to developed relationship with people, establishing an effective tea, and having the courage to motivate others. The third set of skills is the operational skills that are for focusing on the key processes such as business acumen, projects and systems applications (Burns, 2012). The fourth and last set of skills as per ELITE model is the organisational skills which includes the vision, mission, and the perspective of the company and its strategy. The model also states that a manager in order to improve his or her leadership effectiveness needs to have a clear vision and strategy for the goals with the team. As it is the job of a leader to provide a clear path for the workers, it is important to develop a plan for the task so that there is enough time to explain the task to the workers and how the task would be completed. An inspiring manager in order to improve the leadership skill also has to know and utilise their own strengths. 
[bookmark: _Toc95155313]2.8 Summary
Hence, it can be stated that consumer retention is one of the major factors in the modern business environment. The engagement of the employees in the business activities helps the organizations to stay in a competitive position in the long term. Leadership is one of the important skills that an individual can obtain. A leader with appropriate leadership skills are the most vital component in the success of an organisation. A successful leader comes with different personalities and styles. 
This leadership theory also states that there is no best style of leadership as leadership changes according to the situation. Though this theory clearly states that leadership is simply an ability of an individual to cope in a given situation, it fails to point that how a leader could be fit in different situation. 
[bookmark: _Toc95155314]Chapter 3: Methodology 
[bookmark: _Toc95155315]3.1: Research philosophy 
Research philosophy plays a significant part in the research methodology. With the help of these philosophical approaches, a researcher can decide what research should be used in the research. It is a very broad concept in research methodology and it provides a framework for how data concerning a phenomenon is required to be effectively applied, analyze, and gathered. Interpretivism is based on the nature of reality and it is effectively required subjective and intervention interpretation of the phenomena. Subjectivism is chiefly based on the social phenomena that are efficiently emerged from the consequences and perceptions (Pandey and Pandey, 2021). The researcher will use Interpretivism paradigms because it focuses on the views of participants and value to effectively justify the researcher’s questions. By using this philosophy, the researcher can focus on actual aspects and data connected to the impression of the company atmosphere on customer or employee’s behaviour (Pandey and Pandey, 2021). 
[bookmark: _Toc95155316]3.2: Research approach 
At the time of research conducted, it is significant to effectively select the right and accurate research approach. There are two kinds of research approaches which are deductive and inductive research approaches. The inductive approach is also known as the top to bottom research. The inductive approach helps in effectively discovering required and effective facts based on the observations (Pandey and Pandey, 2021). A deductive research approach is based on the “what others have done”, reads existing studies and theories of whatever phenomenon she or he trying to study. The researcher will effectively use an inductive research approach because a proposed study has effectively used inductive tactics to efficiently investigate the research concept (Zangirolami-Raimundo, Echeimberg and Leone, 2018).        
[bookmark: _Toc95155317]3.3: Research strategy 
It is defined as the researcher’s choice of the data which is effectively based on the gathering methods is their research strategy. For instance, qualitative and quantitative research data could be gathered by the case study, interviews, questionnaire, and observation. The researcher will use the qualitative method because it provides authentic information (Mohajan, 2018). 
[bookmark: _Toc95155318]3.4: Sampling methods 
The sample size is significant in any research as opinion and perception heavily manipulate the conclusion of the study and attitude of the inhabitants studied. In addition, it effectively picks specific samples as it is hard to investigate the entire population because of economic and time constraints (Mohajan, 2018).  So that researcher will use different sources of study such as scholar, studies of different authors, articles, journals and books.         
[bookmark: _Toc95155319]3.5: Data collection methods/tools

The method of effectively gathering the information or data is playing a significant role in the research methodology. To efficiently conclude data or information, the researcher should firstly select where and how to gather or collect the information. As the outcome selecting the accurate approach is critical and there are two kinds of data collection methods which are secondary and primary (Snyder, 2019). Primary data is considered as new findings and facts obtained directly from the research method for the study. It includes different ways such as observation, qualitative study, and quantitative study. The secondary data method is based on those data which is already gathered by someone else for other studies. It can be collected from web reports, contextual, scholar diaries, books, articles, journals, etc. The researcher will use the secondary data method in the literature review section (Snyder, 2019).                     
[bookmark: _Toc95155320]3.6: Time prospects of the research (Gantt chart)
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[bookmark: _Toc95155321]3.7: Ethical consideration of the research
The research will not practice any tasks that can violate the privacy of participants' information. It will not conduct a survey on the engagement of the employees in Tesco. Moreover, the participants' opinions on the organization's working process will not be published on any online or offline platforms. The answers of the survey will be stored and protected by the researcher and will be used only in the particular research.   
[bookmark: _Toc95155322]Chapter 4: Conclusion 
It can be concluded that employee engagement is one of the crucial factors in the modern business environment. The relationship between the employees and the organization affects the performance, and further the competitiveness of the organization. However, it has been seen that employee retention affects the employees’ job satisfaction level. Hence, to maintain a strategic position in a business environment the organization needs to maintain a good relationship with the employees. The research seeks to establish factors that affect the relationship between the employees and the organization through a survey. Moreover, it also tries to understand the employee retention strategies of Tesco. An increment of salaries is a new way to recognize the work of the employees and reward them. The research will try to understand the role of salary appraisal in employee engagement. Employee engagement matters for employees at the workplace as they are involved with your job, colleagues, and company plays an essential role in overall experience and satisfaction. Workers become efficient and energized and this impacts their physical and mental health within the company and can influence their customers and colleagues positively. Staff members who are engaged with their work are more productive as compared to that employee who isn’t engaged with their work. High productivity leads to more revenue. Employee engagement is extremely important for the company as having efficient and effective strategies helps in creating better and more positive work culture.  By using higher employee engagement, organizations can effectively strengthen of emotional and mental connection staff members feel towards their place in the company. Because highly engaged employees are more connected with their workplace and they are more aware of their surroundings. The study identified that for enhancing the effectiveness of the leadership, it is important to motivate others to the greatness. The greatest leaders are those leaders who include everyone in the achievement.
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