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[bookmark: _Toc100158557]Introduction 
Employee engagement refers to the human resource management concept that comprehends the level of connection, enthusiasm and dedication that the employees feel towards their workplace. BT Group is one of the biggest UK based telecommunication networks that has opted for its global footprint by serving the digital fibres in over 180 countries across the globe (BT Group, 2022). The aim of this report is to present a detailed discussion on a critical understanding of the business environment of the selected company and reflect on the drivers of employee engagement, measurement of the engagement procedure, and value proposition based on the discussion made on the employee engagement. 
[bookmark: _Toc100158558]Reviews the concept and drivers of employee engagement 
As the concept of telecommunication is entirely based on communication and consumer services, employee engagement drivers act as the most important factors for the development of the organisation. After the outbreak of Covid-19, the pattern of employee engagement in the selected organisation has been immensely changed as novel concepts such as work from home, flexible working time, and pandemic safe workplaces are introduced. Not only the concepts of the pandemic safe workplace, but this kind of emergence has also effectively impacted the job designs, roles and responsibilities of the employees and to address these alterations new kinds of employee engagement drivers are needed (Munaley et al., 2021). The prime drivers that the BT Group follows to enhance their employee engagement are as follows.
Management and leadership equations within the organisations help as a prime driver of employee engagement on the basis of these equations the propositions of turnover, job satisfaction, productivity and enthusiasm attribute to the overall organisational performance. In terms of the management and leadership structures, the BT Groups follow a six-line hierarchical structure that includes the consumers, e-business, public sector business, wholesales and global joint ventures. Career and learning opportunities are the next most important factors that help the employees to create enthusiasm and dedication to their respective work (Quek et al., 2021). The employees of the BT Group provide their workforce with a lot of training that not only addresses the professional development of the employees but also assists in the personal learning and development of the employees. Teamwork is one of the most important drivers for employee engagement that helps in addressing the need for communication development, interpersonal skills, time management, project development and personal well being. Organisations need to address the importance of the work and life balance of the employees that help them to comprehend the importance of recognition and the workforce of the organisation to feel valued and respected within the organisational scenario (Mohanty, 2018). 
In order to address the need for employee engagement in the select organisation, BT Group involves various approaches that act as a driver of employee engagement. For example, gamification of a particular project helps the organisation to divide the employees respectively smaller and creative teams and set them with attainable goals or achievements that motivate the employees to create a positive spin on their overall performances. The concept of employee engagement is highly dependent on the participation of the employees that process the overall improvement of organisational performance (Mathew, 2018). However, the imposed restrictions on the mobility of the workers in the pandemic affected areas forced the organisations to shift their operational management into the concept of working from home and the long furlough that causes hindrances in the overall communication and employee engagement process of the organisation. However, the need for adaptability in the overall business management helps the employees to support the newly altered organisational ethics that motivate the employees to adjust themselves to the new working structure and scenario. Flexibility in the overall time management allows the individual to assess the importance of the given task and divide it as per the need and priority of the work. On the other hand, in order to address the disrupted communication skills between the leaders, managers and the base employees can be solved by the enhancement of virtual communication (Mohanty, 2018). BT Group is one of the biggest telecommunication organisations; the virtual integration helps the employees to maintain the innate communication process that addresses more fluent and effective performance management. Thus this type of altered yet integrated system helps the organisation to increase employee engagement with the framework of the selected organisation. 
[bookmark: _Toc100158559]Evaluation of diagnostic tools for measuring the employee engagement in a business organisation
Employee engagement within an organisation can be measured on the basis of the intellectual social and affective dimensions of the employees. To address these dimensions employee engagement surveys and employee performance metrics are considered the most important tools. As the sudden breakout of the corona virus pandemic has affected both the internal and external strategies of the business sectors across the globe, the telecommunication sector is considered one of the areas where business organisations have the opportunity to flourish which was primarily because of the enhanced opportunity for increasing their consumers and the increased rate of workforce engagement due to the implementation of adaptable and flexible workplace strategies (Choudhury and Mohanty, 2019). The diagnostic tools that would be most helpful in measuring the employee engagement of the BT Group are as follows.
A survey refers to the process of critically examining the needs and expectations of the employees and aligning them with the organisational objectives and metrics of the overall performance. Strategies that can be used in the BT Group are the annual engagement surveys, which refer to the data-driven macro engagement policies that help to address the needs of the annual appraisals, needs and requirements of the workforce that will address the developmental purpose of the workplace policies including the emergency services and legislative associations. This kind of annual survey will help the BT Group to create a benchmark for employee performance according to the standard stated in the key performance indicator (KPI) of the selected organisation (BT Group, 2022). Similar to this annual survey, an organisation can also implement the concept of a pulse survey that is organised by the company authority more quickly or on a regular basis to know about the requirements and feelings of the employees and also their opinions to develop the employee engagement through communication. The pulse surveys can be conducted on a weekly, monthly or quarterly basis. With the implementation of the pulse surveys the selected organisation BT Group will help them to address the specific questions and opinions of the employees and connect them on a regular basis to address employee engagement of the employees (Bagienska, 2018). 
On the other hand, employee engagement within an organisation can be measured and understood by the implementation of the employee net promoter scorecard. To address the backdrop of annual or regular surveys, the employees are not always comfortable being frank about their personal feelings about their work engagement as it can hamper the overall image of the workforce. The concept of NPS helps the workforce to provide marks on the basis of the questionnaire provided by the organisational authority (Shrotryia and Dhanda, 2019). The idea that would be beneficial for the BT Group to measure the engagement criteria is the calculation of the employee turnover rate and total absenteeism rate which can be accessed through the comparison of the number of total employees and the total work days that the organisation has been working. 
The organisational authorities of an organisation can get a subtle idea about the engagement rate of the employees, the opinions and repercussions of the implemented employee benefit programmes such as individual performance related pay, team based or group pay, employee recognition and appraisals  (Choudhury and Mohanty, 2019). The overall evaluation of the employee productivity on the basis of the already set standard of the organisation will help the selected company to get an inherent knowledge about the skills and competencies of their workforce so that it could use them in the situation of emergencies and other crises (Knox and Marin Cadavid, 2022). Conducting a staying and exit interview will give the BT Group an idea about what are the intrinsic requirements of the employees and they can address them to reduce the rate of employee turnover and enhance employee engagement. 
[bookmark: _Toc100158560]Construction of an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement
Employee based value proposition or EVP refers to the set of strategies or principles that helps the organisation to use the intrinsic and extrinsic skills, knowledge, experiences and competencies in order to set predefined goals of the organisation. The working flexibility in terms of both time and task, working beyond the individual tasks allocated to the employees, and creating genuine connections with the workplace are some of the examples of employee based value propositions that help in developing the overall growth of the selected companies (Cattermole, 2019). Employee based value propositions in the BT Group can be created by addressing a series of sections regarding the requirements, opinions and recognition of the employees. In order to create a good EVP profile, the organisation can address the following methods sequentially. 
In order to create a good employee value proposition, the selected company needs to understand the contracting perceptions of the existing employees. The perceptions of the workforce must include the potential benefit and uniqueness of the company that is associative for an individual to choose to work for (Choudhury and Mohanty, 2019). This kind of perception also includes the reason for staying in a particular organisation and also leaving them for other opportunities or scopes that the individual can get. The next step is to create the strategic objectives of the organisation to attract potential individuals with intrinsic abilities and interests to match the organisational objectives with their personal goals. However, only the alignment of the personal goals with the strategic analysis is not effective single-handedly, the company also needs to put extra effort into increasing the employee motivation and interest to higher the connection of the employees (Swanepoel and Saurombe, 2022). The BT group can conduct an internal employee survey about the effectiveness of the organisational culture and then compare it to the survey of the external sample group who could be a part of the potential workforce of the company. 
Communication is an important part of creating the employee based value proposition within an organisation. Most of the telecommunication companies in the UK integrate a top down communication tool that helps the companies to interact with the employees although the interaction is conspicuously limited to the transmission of notifications, orders and guidance. In some organisations, the bottom-up is also used although the exemplifications are rarely structured. To increase the employee based value proposition, the selected company needs to effectively provide support to their branding, marketing and public relations departments so the organisation would likely develop a comprehensive labour market as well as consumer based on the perceptions used for the benefit of the organisation (Bagienska, 2018). The concept of an employee based value proposition is directly proportional to the cultivated brand recognition that incorporates induction plans, communication policies and recognition schemes. The BT Group needs to prove the consistency of performance in front of the employee as well the potential consumers and also needs to accentuate the terms of employee experiences in order to address the need for alteration and the instances that already changed. 
[bookmark: _Toc100158561]Conclusion 
In conclusion, this report has summed up the concepts of employee engagement in relation to the BT Group which is one of the biggest telecommunication servers in the UK and reflects on the drivers of employee engagement in the current scenario of the corona virus pandemic and evaluated the diagnostic tools or frameworks that are assisting towards the enhancement of employee engagement within the organisation.  Further, this report has also suggested an overall idea of the employee based value proposition to address the need for changes in the current engagement methods selected by the chosen organisation on the basis of the strategies and concepts previously discussed in this report. 
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