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[bookmark: _Toc169268175]Abstract
The main purpose of conducting this study is to analyse the role that cultural and language barriers play in affecting employee engagement and performance while considering the case in the context of Zara. In terms of analysing the data, data obtained from 96 employees in Zara was analysed using quantitative research method, and further analysis was done through statistical analysis.
The outcomes of the study showed that the organisational environment, culture, and leaders contribute to work engagement among corporations. It gets challenging to be an active contributor or to engage with others when others are disengaging themselves. Zara targets its own employees within organisations, developing corporate policies regarding diversity, respect, equal opportunity, balanced working hours, and further education. The fashion industry requires companies to create relevant communication channels with their employees. Efficient or clear communication determines a clear understanding of policies, norms, and procedures that are laid down to eliminate language and cultural barriers. Moreover, promoting ethical practices in the rich diversity of employees in the business is also good because it improves productivity and fosters good teamwork. Besides, the impacts of cultural diversity in the workplace have been assessed to enhance the efficiency and knowledge of  employees in the workplace. This promoted courtesy to other persons and the ability to speak different languages, which in turn developed the best consumer satisfaction and reputation of the company.
It has been recommended that Zara introduce enhanced language support and translation services, comprehensive cultural competency training, and structured team-building programmes in order to increase employee engagement and performance while mitigating cultural and language problems within the business.
Keywords: Culture and language, barriers, employee engagement, performance, Zara
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Chapter 1: Introduction
The purpose of this thesis is to critically analyse the culture and language barriers impacting employee engagement and performance at Zara. The thesis will provide different authors' perspectives in the literature review to examine the current environment of these culture and  language barriers and the role of employee engagement in the fashion sector. Additionally, it will also highlight the relevant methods, approaches, and strategies in the research methodology section that will be used to complete the thesis. Furthermore, the thesis aims to help Zara overcome the cultural and language barriers that are affecting employee engagement.
[bookmark: _Toc169268177]1.1 Research Background
Employee engagement is a concept of human resource management which can be described as satisfaction level, enthusiasm, and dedication among employees towards their job role (Sypniewska, et al., 2023). Engaged employees are highly focused on their performance in order to contribute to the success of the company. Employees' performance can be defined as achieving the targeted goals of the company by matching their standards (Islami, et al., 2018). It effectively involves the measurement of how employees put their efforts towards their job role, complete required tasks and their behaviour at the workplace. These all can effectively provide various benefits to fashion companies such as revenue, customer base, growth and expansion opportunities. In the context of the fashion industry, employee engagement plays a crucial role as it directly impacts employee performance which results in affecting the entire success of the company. When employees are engaged, it helps in generating creative ideas, providing productivity, and motivation in each other, provide strategic and innovative ideas. The impact of employee engagement and their performance on the fashion industry is that they improve customer service, enhance quality, higher retention of employees and improve brand reputation in a competitive market (Dhir and Shukla, 2019).
Cultural and language barriers have a significant impact on employee engagement and performance within the company. Therefore, it is important to manage diverse people and apply an inclusive workforce strategy in the company. It can improve employee performance and ensure a positive culture in the company with employee engagement (Riyanto, et al., 2021). Language and cultural barriers impact the relationships with others in the workplace. Misunderstandings can arise, leading to conflicts, wasted time, and reduced performance within the company. Therefore, Zara also faces problems due to cultural and language barriers in the company, which significantly affects the growth and sales of the organisation. This is because a lack of diversity and inclusion of employees in the fashion industry impacts their designs, customer service, customer base, and satisfaction. This is because diverse people provide creative and strategic ideas for designs and innovations (Kim and Sullivan, 2019).
[bookmark: _Toc169268178]Zara retains the talent in the company because it is able to attract professional, qualified, and talented people to work in the company. In addition, the company provides various career opportunities to its employees through internal promotion and mobility, which helps them to effectively increase their employees' performance (Static Inditex, 2021). For employee engagement, Zara has also created an InStories programme where they connect with their employees through their internal social network. This program includes seven markets such as Italy, Portugal, Greece, Turkey, Poland, South Korea, and Japan with more than 20,000 users. This strategy helps organizations build a community and connect with their employees, while providing them with a platform for communication channels to convey messages and share thoughts and values ​​(Static Zara, 2020). 
1.2 Aim, Objectives and Research Questions
Aim
The proposed aim of the current study is to examine the impact of cultural and language barriers on employee engagement and performance considering the case of Zara. 
Objectives
· To analyse the factors regulating employee engagement and performance within a company.
· To examine the organisational response to the effective and ethical management of diverse employees within the fashion sector. 
· To investigate the relationship between cultural and language variations and the performance and engagement of Zara employees. 
· To determine the issues faced by fashion companies in improving employee engagement and performance due to language and cultural differences in the workforce. 

Primary Research Question
· How do cultural and language barriers in Zara impact employee engagement and performance?
Secondary Research Questions 
· What forces influence organisational employee engagement and performance?
· How company manage diverse workers more ethically and effectively? 
· What is the relationship between Zara’s language, cultural barriers, and performance?
· What issues does Zara face while improving employee performance due to the language and cultural barriers in the company?
[bookmark: _Toc169268179]1.3 Problem Statement
In the current competitive scenario of the business, ZARA is facing several issues and challenges regarding the engagement of employees and performance in multidimensional applications (Elsbach and Stigliani, 2018). The performance and engagement of the group members are highly impacted due to language and cultural barriers in the workplace. The company operates its business in several global markets therefore presence of the employees from several backgrounds results in issues in enhancing their performance level in the workplace. In the business of ZARA, the cultural and language differences are fostering a culture of the micro-groups that are competing in an effective manner. The issues of cultural differences affect global business in three primary areas that are organisational communication, etiquette, and hierarchy. The reduced engagement of the employees due to the language and cultural differences impacts the efficiency and productivity of the ZARA workplace (Riyanto, et al., 2021). 
Therefore, the company needs to prioritise the incorporation of effective development and training programmes for fostering values in the employees and establishing zero tolerance against discrimination in the workplace. 
[bookmark: _Toc169268180]1.4 Research Rationale
The reduced performance and engagement of the employees in the workplace of ZARA due to the presence of cultural and language differences in the workplace of the global as well as domestic workplace. Therefore, the concerned research is beneficial for ZARA in mitigating the issues and problems related to cultural and language differences in the workplace. It has been evaluated that there are various strategies that have been recommended in the research that help ZARA in reducing the impact of cultural barriers in the business scenario (Elsbach and Stigliani, 2018). In the fashion sector, the problem of cultural and language barriers could be suitably underlined in the concerned research paper. Furthermore, in the research, the accumulation of various unethical activities such as biased decision-making and discrimination have been conducted that assist in reducing the productivity of the employees. 
The performance of the employee members in the workplace could be reduced with the differences in their languages that assist in reducing workplace productivity (Dewaele and Alfawzan, 2018). The research could be suitably valuable for ZARA in resolving the issues related to employee performance and engagement in the workplace. 
[bookmark: _Toc169268181]1.5 Research Significance
The research is holding significant methods for the businesses that are operating in the fashion industry and especially for ZARA for how to deal with the critical situations that arise due to the language and cultural differences in the workplace. The issues faced by the companies regarding employee engagement and performance in a team that consists of employees from diverse backgrounds could be resolved with the help of some suitable strategies (Kiradoo, 2022). The research suitably helps in emphasising the impact of cultural differences on the growth and profitability of ZARA in the fashion industry. With the help of the research, ZARA could easily deal with the issues related to the cultural and language barriers in the workplace. Furthermore, the research also plays an important role in determining some effective strategies that are beneficial for cultural management and mitigating the challenges related to employee engagement and performance. The information mentioned in the concerned research is beneficial for the fashion sector and companies in handling the changes related to the language and cultural changes in the global as well as domestic marketplace. 
[bookmark: _Toc169268182]1.6 Research structure
Introduction: This section of the research consists of an entire overview of the research title by presenting the background of the study. Furthermore, this also comprises the aim, objectives, research rationale, significance, questions, and problem statement. 
Literature review: Furthermore, in this chapter, the analysis of the ideas and concepts stated by the authors in their research papers, articles, and journals helps in understanding the title of the study. Relevant information about the objectives of the study has been mentioned in this section of the study. 
Research methodology: This chapter of the study is beneficial in defining the tools, methods, approaches, and techniques that are relevant for collecting, analysing, and interpreting the information associated with the title of the study. 
 Research finding and analysis: This section of the research paper plays an important role in emphasising the analysis and interpretation of the information gathered for the study. With the help of the interpretation of the information in the study, suitable outcomes could be attained that help in acquiring the aim of the research. 
Discussion: This chapter of the research critically discusses the findings obtained from the collected data and the viewpoints of authors evaluated in the literature review to justify the aim. 
Conclusion and recommendation: In this last section, the findings of the study have been concluded in a suitable manner that helps in attaining better outcomes in the study. There some suitable recommendations have also been provided in the study in this section that assist in mitigating the issues related to the cultural and language changes. 


[bookmark: _Toc164961769][bookmark: _Toc169268183]Chapter 2: Literature Review
[bookmark: _Toc169268184]2.1 Introduction
The concerned segment of the study includes some critical approaches of the authors concerned with the impact of the language and cultural barriers on employee engagement and performance in the business of ZARA. The viewpoints of different authors have been reviewed in order to gather some relevant information in the research papers. There are various articles, journals, research papers, and newspapers have been critically analysed and reviewed that are beneficial for generating effectiveness of the research based on the language and cultural barriers in the ZARA. In this section, some numerical information and chart graphs have been gathered with the help of the company's statistics and revenue in the global marketplace. 
[bookmark: _Toc163052095][bookmark: _Toc169268185]
2.2 Concepts and notions related to cultural and language barriers and Employee Engagement and Performance
According to Saks, (2022), employee engagement refers to the human resource concept wherein it describes the level of dedication as well as enthusiasm an individual has for their job. When any challenges occur with employees, they may feel like their work is everything to them and even a part of their own life. Even when employees get involved, they possess many more chances for high efficiency, effectiveness, and lots of positive contributions to the organisation’s purposes and goals. On the other hand, the main achievement is to see that personnel act according to their duties and fulfil the tasks set for them (Chandni and Rahman, 2020). Also, not only employee engagement but also performance is an equally hampering factor in attaining the success of a business.
[image: ]
Figure 1: Employee engagement and its outcome
Source: (Masha, et al., 2023)
(The above figure describes that there are personal factors, organisational factors and job-related factors which determine the level of employee engagement. If these factors are supportive or on the favourable side of the employees, they will achieve the desired outcomes with their increased efficiency and effectiveness.) 
As per the views of Gut, et al., (2017), cultural and language boundaries can have a consequence on employee engagement level as well as output. Cultural borders are rigid because of the differences in the viewpoints, values, norms, and way of life of a staff comprised of various cultures. Different information systems may result in a number of times in misunderstandings, conflicts, and difficulties in interaction and cooperation. Language barriers are present when staff communicates in different languages or they have a different level of expertise in a language used in the workplace, which is common for the job. For example, if interesting people combat the differences because of the language variations, it may prevent teamwork, productivity, and morale.
From the views of Elia, et al., (2020), management tries to create a situation where everyone is part of a community of different people who appreciate diversity and engage with it. They can generate cultural awareness and sensitivity awareness by the ways of educational software and study groups that educate employees on diverse cultural views. Offering a language guide, which can be translation services or language study, can aid in filling up the communication gaps as well as better knowledge across the team with outstanding language skills. Moreover, ensuring the establishment of an open dialogue and fostering the efforts of teamwork can be a great opportunity to cope with the cultural and language obstacles by means of creating trust, respect, and partnership.
As per the views of Kim (2020), the notion of language and cultural barriers revolve around the resolution of problems which is faced by an individual from a different cultural background while working in specific teams. Even the lack or absence of proper training and management of internal and external culture norms within the firm can degrade the sustainability and morale of employees. Moreover, employees face major issues while integrating cross-cultural communication as it takes more effort from the employee end rather than upper management. On the other hand, Riyanto, et al., (2021), states that the notion of employee engagement as well as performance is focused on the tasks undertaken by a company to improve the comprehensiveness of employees. This may include various factors such as management needing to be more flexible regarding real-time operational effectiveness and provide effective feedback mechanisms to boost performance and align it with the goal of the organisation. Even collaborative activities as well as team building tasks can be good ways to improve communication flow in teams and synchronise team efforts which can further result in potential outcomes with effectual engagement and performance.
[bookmark: _Toc164961770][bookmark: _Toc169268186]2.3 The factors regulating employee engagement and performance within a company.
In the views of Albrecht and Marty, (2020), Employee engagement refers to the level of involvement and enthusiasm, employees have for their work and the workplace. Employers can measure employee engagement to determine whether employees are actively participating at the workplace or making minimum effort. Employees believe that a positive working environment can provide them with job satisfaction and be good for their professional development. As per the views of Arifin, (2020), employee engagement is critical in any organisation, therefore the company ensures a positive environment that can help employees leverage their knowledge to generate favourable results in the organisation. 
According to the study conducted by Ali and Anwar, (2021), there are several factors that can influence employee engagement and the performance of employees in the workplace.  The factors range from, job satisfaction level, organisational culture, working patterns, talent retention, career advancement opportunities, diversity and inclusion, management and leadership, technical advancement, equitable payment structures, transparency and integrity and more. Zara has been involved in accessible career programmes for their employees and also is dedicated to internal promotions of the employees. These steps by Zara have transformed its employee engagement and performance level. In the viewpoints of Schaefer, et al., (2019), the management of an organisation needs to understand the factors that can impact employee motivation and engagement at the workplace. Employee motivation plays a crucial role in enhancing employee engagement and employee performance within an organisation, therefore companies need to shift their focus on creating a positive work environment to increase employee motivation (Arifin 2020).
[bookmark: _Toc169268187]2.3.1 Factors influencing employee engagement within Zara
According to the opinions of Sun and Bunchapattanasakda, (2019), employee engagement level denotes the dedication of an employee towards their job work. Employee engagement is critical to the success of the company as it is linked to the level of job satisfaction and morale of the employees during work. Engaged employees are more likely to be more productive than non-engaged employees. Weideman and Hofmeyr, (2020) define that, employee morale has the highest influence on performance levels as low morale can create anxiety and stress which leads to low employee engagement. Job satisfaction level is one of the important factors that can regulate employee performance and engagement within a company. If the employees do not feel motivated, it is difficult for them to be actively engaged during work and produce positive outcomes. 
In the perceptions of Albrecht and Marty, (2020), the working atmosphere of companies, their culture and the attitude of the company’s leaders affect employee engagement in the workplace. It becomes difficult for the employees to work actively or stay engaged when others are not doing the same. Zara focuses on its own individuals working in organisations with corporate initiatives on diversity, respect, equal opportunity, work-life balance and professional development. The positive attitude of leaders brings positivity to employees while working and makes them more productive, while a negative attitude leads to reduced productivity and engagement of the employees. The factor that helps in regulating employee engagement is organisational culture, a work culture that is positive, welcoming and energetic will be preferred by employees (Arifin 2020). Therefore, employees who fit in the company’s culture are more likely to be engaged in their work. Companies can improve their organisational culture through a detailed analysis of performance as a positive culture leads to excellent performance of employees (Schaefer, et al., 2019). 
In the viewpoints of Moletsane, et al., (2019), the engagement level of employees is highly influenced by the Working patterns followed in an organisation. Working pattern refers to the method of working which includes hybrid workings, on-site working and working from home. The post-pandemic period brought a change in the working pattern, therefore the level of employee engagement changes by their working patterns. A recent study by Ali and Anwar, (2021), showed that companies which adopted hybrid working patterns and work-from-home brought growth and development and achieved high employee productivity. The attitude of managers and team members influences any new employee; therefore the atmosphere must be positive to achieve good employee engagement. Zara fosters a highly engaged workforce that helps the company translate into highly engaged interactions with customers.
Lubis, (2024), states that communication in the organisation is also used to determine employee engagement in the team and firm. Effective communication offers the possibility to make sure that every person is aware of their roles, expectations, and dreams, consequently reducing misunderstandings and creating a sense of connectedness. Commending and recognising employees cannot be overlooked as they build the feeling of involvement and provide employees with a sense of value which, after all, enhances their optimum performance.  

Figure 2: Factors regulating employee engagement
Source: (By Author)
(From the above figure, it can be determined that there are several factors important to enhance employee engagement in the organisation. Leadership, effective communication, recognition and rewards, growth opportunities and the organisational culture are the factors that regulate the engagement of employees within the organisation).
On the other hand, Kaur, et al., (2022), states that organisational subculture has a great effect on employee engagement. A culture that enables cooperation, acceptance, and inclusiveness ensures a sense of belonging and self among employees, and thus their dedication to the company’s success. On the contrary, it is a toxic organisational culture, where lack of appreciation, bias, and micromanagement prevail, which can cause the level of disengagement to increase and the turnover costs to become excessive. As well, the availability of resources and assistance within the agency changes or influences the employee interaction with the institution. By providing workers with such instruments, tools, training, and support that they may need as part of their jobs, they feel powerful and motivated to do great work.
As per the views of Mishra and Kasim (2023), diverse opportunities beyond monetary incentives and career-building are viewed by employees as a significant aspect of employee engagement. Employees are inspired by job advancement paths and available chances to gain skills and knowledge. Many of them demonstrate engagement in their work. Work on employee education, mentoring, and job improvement initiatives whilst accompanying employees' skills, they also show the company's desire for their long-term growth and amusement. Similarly, Phuong and Takahashi (2021), also acknowledge that job stability is tied to workers’ engagement to a large extent. Organisations that put extra importance on employee wellness and provide flexible work arrangements, health benefits, as well as leave measures create a great sense of being at work where the workers will not only feel secure but appreciated as well.  
However, Ali and Anwar (2021), state that individual recognition and awards are the main employee motivators on the job. When these contributions are highlighted and rewarded in equal measure, it gives them a sense of their accomplishment and therefore it motivates them to keep performing well. Recognition is one of the keys which is great to know and understand workers, and there are a lot of ways to do this, like verbal rewards, bonuses, promotions, or any other incentives that are related to the desires or achievements of employees. Similarly, Baqir, et al., (2020) suggest that identification with organisational values and courage gives room for engagement with workers. When people trust that their work is part of a bigger vision to which people are committed and have a sense of belonging to the companies, they are likely to be more engaged and devoted than be to making a meaningful difference.
[bookmark: _Toc169268188]2.3.2 Factors that can impact employee performance within an organisation.
According to the views of Heslina and Syahruni, (2021), Employee performance is defined as a working stage of an employee which describes how well an individual executes their job duties and responsibilities. Employees’ performance depends on the level of motivation they possess towards their jobs and also how satisfied they are with their responsibilities. Job satisfaction itself has certain internal factors such as remuneration level, additional monetary benefits, rewards and recognition, which decides the job satisfaction level of the employees. An employee can work in a company even with a toxic environment when they are fairly remunerated with good additional benefits. Many companies evaluate the performance of their employees to recognise the areas for improvement and also to encourage them to do better. 
As per the perceptions of Abarantyne, et al., (2019), reward and recognition an important factor that affect employee performance at a strong level, employees want their extra performance must be recognised and rewarded. Rewards can be additional monetary benefits in the form of incentives, bonuses and some non-monetary benefits as well.
 Remuneration and salaries can be a sensitive issue within an organisation, therefore the management ensures an equitable pay approach. Transparency and integrity also impact the performance of employees therefore companies must be transparent about their pay structure and norms. In the views of Heslina and Syahruni, (2021), leveraging technology in the workplace can aid employee to accomplish their task quickly and effectively. Technically equipped workplace influences the performance of the employees. 
According to Zhang, et al., (2022), employee performance is interlinked with many factors in the organisation which either help in enhancing their work or degrading overall performance. One such element is a work-life balance which is an important factor for an individual to maintain the balance between personal and professional work. Management fails to provide an effective and open workplace that can help the employee find stability in their assigned work. Similarly, Hu, et al., (2022), also acknowledge that individuals who are individuals unable to accomplish professional and personal goals are seen to lack in providing excellent performance in the long run. Such situations also increase stress, anxiety, workload, and lack of commitment toward organisational objectives and personal requirements.
In the opinions of Moletsane, et al., (2019), another factor which impacts the employee's performance is the availability of career advancement opportunities. To keep employees motivated and productive, companies should provide an opportunity to enhance their careers. The opportunities can be offered with career counselling sessions, training and development events and more. According to the saying of Weideman and Hofmeyr (2020), a flexible schedule becomes vital to the success of an organisation as it provides employees with the liberty to work according to their needs and preferences. A flexible work schedule could mean working from home or starting work at an earlier time or later so that employees can manage their chores. Therefore, it emphasizes the work-life balance of employees, ultimately leading to enhanced employee performance and productivity. 
[bookmark: _Toc164961771][bookmark: _Toc169268189]2.4 The organisational response to the effective and ethical management of diverse employees within the fashion sector
In the views of Duchek, et al., (2020), researchers found that most of the companies in the fashion industry have begun implementing formal policies to embrace ethical and effective management of diverse employees. Businesses are starting to collect diverse data on their respective workforce to provide them favourble culture. The organisation has started leading the agenda of diversity and making efforts to enhance employee engagement. Embracing diversity and inclusion in a workplace means taking initiative while considering all individuals equally, irrespective of their gender, caste, personality and nationality (Bai, et al., 2023). As per the perceptions of Collins, (2021), the fashion industry is having the spotlight on women, therefore companies are focusing on making strategies to increase female representation at senior levels. In the fashion industry, women are driving the majority of consumers and also make up the majority of the workforce. 
According to the viewpoints of Diamantidis and Chatzoglou, (2019), an approach to ethical and effective management of diverse employees includes strategic pillars such as attracting and retaining top talent with diversity. This can be done through fostering a culture of open communication, providing training, and educating employees towards diversity and raising awareness, by implementing an approach of inclusive culture. The organisations are committed to receiving more attention by emphasising diversity in the working culture (Newman and Ford, 2021).  
In the words of, Bag, et al., (2023), in a diverse workforce, it is important to manage ethics in the fashion industry that helpsenhance the growth and profitability in the marketplace. It has been evaluated that there are various strategies that help in managing ethics in the diverse workforce in the fashion industry. The strategies are hiring, communication, religious accommodations, team building, procedures and policies, and intercultural interaction. Managing ethics in the diverse workforce of the fashion industry helps provide an effective tool to the company for making consistent decisions about the correct and incorrect things (Duchek, et al.,2020). Furthermore, Bai, et al., (2023), state that incorporating ethical standards in the diverse workforce plays a vital role in cultivating higher productivity and strong teamwork. ZARA could utilise all these strategies for managing ethics in the diverse workforce of the global marketplace, which could be beneficial in fostering a culture of respect and trust. In addition, treating the employees of the diverse workforce ethically could help in stimulating positive behaviours of the employees that lead to better growth of the organisation (Al Halbusi, et al., 2023). 
As per the opinion of Leslie, (2019), becoming open-minded can help in the ethical and effective management of employees within an organisation in the fashion industry.  The process of management of employees includes the effective implementation of strategies to incorporate a diverse range of perspectives. The strategies involve a concentrated effort to encourage a more heterogenous working environment with the help of promoting a culture of collaboration, open communication, and more strategies. According to the viewpoints of Abdullah, et al., (2019), the ethical management of diverse employees involves creating a conflict management system and strategies to address the issues of tolerance that may arise in the future. For the leadership and management departments to effectively manage diversity in the workplace, they are required to understand the backgrounds of the employees. It also includes an understanding of the behaviours, beliefs and values of the diverse employees. In the perceptions of Gerpott, et al., (2019), understanding employees’ behaviour and attributes can impact leaders' decision-making process within a diverse environment. A company’s senior management enacts policies to create awareness among employees towards cultural diversity and this is how it changes the culture of the corporation. 
According to the views of Haldorai, et al., (2020), the companies operating in the fashion industry need to ensure that they establish effective channels of communication with employees. Effective or open communication appeals to a good understanding of policies, norms, and procedures, that are framed to overcome language and cultural barriers. Effective management in an organisation focuses on understanding the distinct values of individuals working as a team.  In the opinions of Bernstein, et al., (2020), working with diverse teams, employees learn about different cultures and beliefs which increases employee engagement. 
According to the views of Syed, (2020), these mutual understanding and interactions avoid cultural misunderstandings and conflicts. Companies that embrace diversity must consider the policies and practices which are made to protect the rights of the employees. and stay compliant with government regulations. An organisation is required to concentrate on the policies and practices that are made to gain a better understanding of diversity and culture. It is important to ensure that the policies and procedures concerning ethics are explained or communicated by the management to the employees effectively (Abdullah, et al., 2019).
From the above analysis, it has been analysed that the organisation could manage ethical standards in the workplace which helps in enhancing the growth and profitability of the employees as well as the company in the current competitive business scenario of the fashion industry. 
[bookmark: _Toc169268190]2.5 The relationship between cultural and language variations and the performance and engagement of Zara employees.
[bookmark: _Toc169268191]2.5.1 The relationship between the cultural variations and the performance as well as engagement of ZARA employees.
According to, Meyer, et al., (2023), there are various cultural variations in the workforce that are generational, ethnic, religious, feedback, communication, and teamwork. In the business scenario of ZARA, there are many cultural variations that have a sustainable impact on the performance of the employees. The cultural variations are ethnicity, gender, leadership, religion, business etiquette, age, and disability. It has been evaluated that there is a strong relationship between cultural variations and employee engagement in the business of ZARA. The performance management of the business has been suitably impacted due to the cultural differences in the workplace. In the diverse workforce, different cultural dimensions such as uncertainty avoidance, individualism, and masculinity could influence the employee’s performance outcomes in the business (Pathan, 2023). However, Al-Hiyari, et al., (2023), state that cultural diversity in the workplace improves the performance and knowledge of the employees in the workplace. It enhanced the mutual respect for others, as well as the ability to speak different languages leading to better consumer satisfaction and company reputation. 
In the views of, Agustian, et al., (2023), cultural differences in the workplace result in performance issues, absenteeism, struggle to meet targets, and churn. In the diverse workplace,  ZARA is facing a major issue of cultural differences in the workplace that results in reducing the engagement and performance of the employees in the workplace. Some challenges faced by ZARA due to the cultural differences in the workplace and managing the diverse workforce. The challenges are communication barriers, handling the perspectives of different employees, aligning diversity with the goals of the organisation, conducting training, and overcoming bias. Furthermore, discrimination, cultural conflicts, sectarianism, prejudice, and stereotyping are some issues that are suitably associated with cultural diversity. According to, Yilmaz, et al., (2023), there are many challenges faced by the managers of ZARA in managing cultural diversity that is reducing the performance and engagement of the employees in the workplace. The challenges are colleagues from other cultures do not like to let their voices be heard, misinterpretation in professional communication, and incorporation across multicultural teams. 
In the views of, Akhter and Naveed, (2023), differences in the cultures of the employees due to the presence of a diverse workforce create several issues for the management in streamlining the workflow of the workplace. In the workplace, it has been seen that there is discrimination among the members of the team that is created by the management due to cultural variations in the workplace. The performance, as well as the engagement of the employees, is reduced due to the cultural variations in the workplace. High differences in the cultures of the workforce assist in a higher reduction in the engagement and productivity of the employees. Reduced engagement of the employees in the workplace leads to higher burnout, absenteeism, quality defects, shrinkage, safety incidents, and turnover (Pathan, 2023). In the business due to the reduced performance of the employees, the company could not be able to fulfil the requirements and needs of the consumers in the global as well as diverse marketplace. 
[bookmark: _Toc169268192]2.5.2 The relationship between the language variations and theperformance as well as engagement of ZARA employees.
According to, Dembek, et al., (2023) the language use registers are main variations based on different social contexts, such as informal or formal situations. The term language variation refers to the contextual, social, and regional differences in the ways for the usage of the language. In the business scenario of the fashion industry, there is a significant relationship between language variations and employee performance and engagement. In the workplace, the differences in language lead to enhanced stress, unhappy employees, unfulfilled expectations, and misunderstandings. In the workplace, miscommunication could also cause unnecessary enmity between employees of different cultures in a diverse workforce. Furthermore, in the global marketplace language barriers in the business it very difficult for colleagues to understand the needs of the consumers. In the views of, Kong, et al., (2023), the language barrier in the workplace in a global business scenario is highly hindering the discussion of the team and impairs the processing of complex information tasks due to the lack of fluency.
In the workplace of a diverse workforce, language barriers highly affect the workplace in a manner that leads to miscommunication, and issues during collaboration among the group and prevents the leaders from feeling respected. It has been evaluated that in a diverse workforce, language barriers in the workplace could lead to unnecessary rework of time wastage and certain tasks (Rosales, et al., 2023). Poor communication skills of the leaders and managers in the business could have a significant impact on the performance of the workplace. The employee of the workplace feels disrespected in the workplace due to the language changes in the business. ZARA is a multinational company that is operating its business in the global market therefore the management of the company is facing various issues related to language variations. Due to the variations in the language the company was not able to collaborate with the employees in the workplace (Felix, et al., 2023). The needs and requirements of the employees could not be fulfilled due to changing language in the workplace. 
Furthermore, in the views of Khan and Javaid, (2023), differences in the language could result in task differentiation, which has negative impacts on productivity due to the lack of communication skills. Lack of collaboration is the major aspect of the language variations in the diverse workforce of ZARA. In the concerned research paper, the author has gathered the information with the help of the primary data collection method and survey questionnaire method. Lack of collaboration in the workplace assists in reducing the engagement and performance level of the employees in the workplace. The performance level of the employees of the workplace is completely dependent on the ways of language utilised by the managers for managing them. 
[bookmark: _Toc169268193]2.6 Conceptual Framework

Figure 3: Conceptual Framework
(Source: By Author)
[bookmark: _Toc169268194]2.7 Research gap
The previous research conducted by (Albrecht and Marty, 2020) and (Abarantyne, et al., 2019) has suitably analysed the factors regulating the engagement and performance of the employees in the workplace of ZARA. Furthermore, the authors have also suitably analysed the response of the organisation to ethical and effective management of the diverse employees within the competitive fashion industry. However, both of the employees have failed to determine the issues faced by the fashion companies in improving the performance and engagement of the employees due to cultural and language differences in the workforce. Therefore, the concerned research has suitably filled the gap in the study by suitably determining the issues faced by fashion organisations in improving the performance and engagement of the employees impacted due to cultural and language variations in the workplace. Additionally, the research also helps in investigating the relationship between the language and cultural variations and the performance and engagement of the ZARA employees. 
[bookmark: _Toc169268195]2.8 Summary
Based on the above analysis it can be summarised that several factors regulate the engagement of the employees and their performance in the company. The factors that impact the engagement of employees in the organisation are strong leadership, opportunities for professional growth, autonomy for working independently, inclusive environment of working. However, the factors that impact employee performance are poor cross-team communication, workload imbalance, lack of transparency, uninspiring leadership, and many more. Furthermore, it is evaluated that many strategies help in incorporating a diverse workforce in the workplace. The strategies are promoting collaboration culture and open communication in the business scenario of a diverse workforce. Hiring, religious accommodations, team building, intercultural interaction, procedures and policies, and communication are some strategies that help in managing ethics in a diverse workforce. In addition, implementing ethical standards in the diverse workforce of the business is beneficial in cultivating higher productivity and strong teamwork.
Furthermore, it has been evaluated that there is a strong relationship between cultural and language differences and employee performance and engagement in the business of ZARA. The engagement and performance of the employees are reduced due to the cultural and language variations in the scenario of the business. 


[bookmark: _Toc167200926][bookmark: _Toc169268196]Chapter 3: Research Methodology
[bookmark: _Toc167200927][bookmark: _Toc169268197]3.1 Introduction
This is the section which reflects using strategies and techniques for undertaking the studies in the right manner for gathering in addition to analysing the reliable data which fulfilled the necessities of the have a look at. In this phase, the records series technique, philosophy, technique, and evaluation techniques have been defined to offer proper know-how of using that gear to build up dependable findings for the problem count. This segment enables the use of strategies to gather and analyse the information in terms of the impact of language and cultural limitations on the overall performance and employee engagement in Zara.
[bookmark: _Toc167200928][bookmark: _Toc169268198]3.2 Research Design
The research design is taken into consideration as the analytical approach and ordinary composition of strategies for amassing the records to finish the research with the right authenticity (Ghazinoory and Aghaei, 2024). This shows the proper completion of the research by using reliable techniques and strategies to increase the clarity of the moves (Abdelhakin, 2021). The Saunders studies onion framework became utilised to gather and analyse the findings related to the effect of cultural and language hurdles on the engagement of employees in Zara with the aid of using every layer of this version.

Figure 4: Saunders research Onion Framework
Source: (Ghazinoory and Aghaei, 2024; Abdelhakim, 2021)
The above version helped in analysing the used techniques in this thesis for growing the knowledge in phrases of the impact of language and cultural boundaries on the performance and engagement of people within the Zara company. The positivism philosophy has been used to objectively analyse the collected findings as well as deductive approach is used for testing the data to generate valuable outcomes for the study (Ghazinoory and Aghaei, 2024). A mixed-method approach has been used to collect both qualitative and quantitative information by considering both primary as well as secondary methods (Dawadi, et al., 2021). 100 employees of Zara were selected to attain numerical insight within the subject matter whereas previous studies were analysed to collect the theoretical information as well. A descriptive statistical approach was used to analyse the accumulated findings by the use of IBM SPSS software to examine the correlation between variables. 
[bookmark: _Toc167200929][bookmark: _Toc169268199]3.3 Philosophical Assumption
Philosophy is one of the methods that is used to conduct studies in the right manner as it is a procedure to apply, gather, accumulate, and examine the records in the right manner (Park, et al., 2020). There are numerous types of philosophies that may be used by authors to finish the thesis, which include interpretivism, positivism, pragmatism, and realism (Pearse, 2021). In this dissertation, positivism philosophy has been used to examine the collected findings by focusing on the goal fact of the accumulated numerical information related to the effect of cultural and language limitations on the overall performance of personnel in Zara objectively. This philosophy is majorly used for analysing the quantitative varieties of data to analyse the genuine facts related to the topic which have been assembled from human individuals (Park, et al., 2020). The relevancy and flexibility of the information have progressed with the assistance of this philosophy as it analyses the notion of employees of Zara effectively to recognise the impact of cultural obstacles on their engagement inside the firm. 
[bookmark: _Toc167200930][bookmark: _Toc169268200]3.4 Research Approach
The research technique is known as the right plan and steps for finishing the dissertation and obtaining valuable results as well as outcomes (Okoli, 2023). The three types of procedures are diagnosed such as inductive, deductive, and abductive. In this look, the deductive approach has been used to make the unique conclusion for the examination through formulating the speculation from the numerical statistics properly associated with the impact of limitations associated with performance and subculture on worker performance within the Zara organisation. This method is effective in inspecting the amassed data and offers a certain shape for the research (Casula, et al., 2021). This method has worked effectively in testing the data and often provides evidence for one of them for some practical reason that is relevant to the study and to be used to infer something with the existing standard of quality and accuracy (Park, et al., 2020). This has helped to ensure dependability in the sense that the general output of employees concerning Zara has been affected by language and culture barriers.
[bookmark: _Toc167200931][bookmark: _Toc169268201]3.5 Research strategy and methods
The term research method means facts and a sequence of facts associated with the situation on the side of the subject of the chosen dissertation topic to achieve accuracy of the result related to the subject matter of the dissertation (Mertens, 2023). The type of research methods comprises the following: qualitative, quantitative research, and mixed methods (Rakic et al., 2020). In this study, the mixed approach method has been used to collect primary data for the qualitative and quantitative data on the relationship between culture and language barriers, and workers’ inclusion into Zara. The qualitative data has been collected from several authors through the provision of ideas that they provide in consideration of the issue at hand during the discussion through the review of their contribution in the literature review section of the dissertation (Terrell, 2022). Quantitative data have also been identified and the records have been supported by online surveys of human beings (Mertens, 2023). The hundred personnel of the Zara organisation had been selected as the dependable pattern to gather the facts by resorting to the random sampling method. 
The numerical records have been obtained with the help of closed-ended questions that were presented to the employees of Zara through LinkedIn account with reference to online questionnaire to enhance their thoughts about language skills and their impact over the performance of the firm. The adoption of this survey questionnaire technique was considered for completing the survey of the employees of Zara. Google Forms was used to formulate a survey questionnaire to achieve the findings effectively. Therefore, both qualitative and quantitative facts have been analysed in this paper through the usage of a combined approach technique (Mertens, 2023). This has helped in improving the understanding of the focus of the dissertation by attaining actual information from the employees of Zara as well as theoretical insights from the previous studies of various authors. 
[bookmark: _Toc167200932][bookmark: _Toc169268202]3.6 Population and sampling
The population is considered as the people who are involved in this study to provide their insight into the topic of the dissertation (Seo, et al., 2021). In this research, the population are the employees of the Zara company who were selected due to their connectivity with the selected firm and provide authentic information related to the impression of cultural and language barricades on their engagement and presentation in the company. The reliable sample of employees for the study is 100 which has been selected by using a random sampling strategy to ensure the reliability and validity of the research. This strategy helps in reducing the biases of selecting the sample of human participants within the research. The 100 employees were approached to give their perception of the study whereas 96 employees responded to the survey questionnaire.
[bookmark: _Toc167200933][bookmark: _Toc169268203]3.7 Data collection method
The data collection is considered the process of collecting the facts and evidence related to the focus of the study (Seo, et al., 2021). In this thesis, both primary and secondary methods of data collection have been used to accumulate numerical as well as theoretical insight related to the performance and engagement of workers in a company which is affected by cultural as well as language barriers.  The primary method is used for collecting numerical information from the human participants (Terrell, 2022). Whereas the secondary method is used for collecting speculative information from the observation of various authors from their journals, research papers, and articles (Rakic, et al., 2020). In this thesis, each primary and secondary technique change into considered for analysing the notion of a hundred employees of the Zara organisation associated with the paper. Along with this, insights of various authors are also inclined in this study to enhance the information via using educational data in phrases of the effect of language and subculture obstacles on employees' overall performance in Zara company. 
The primary method has helped in assembling the statistics at once from the human members who are the personnel of Zara for the concern depends on acquiring numerical data (Rakic, et al., 2020). This technique is useful in producing numerical insight into the context of the impact of language and lifestyle obstacles on the engagement level of the body of workers in Zara's company. By using the primary information collection method, the proof is collected from the beliefs of employees at Zara to gain current and valuable facts into the focus of the subject matter. In addition to this, an extensive kind of information has additionally been attained by way of the usage of secondary statistics series techniques to beautify the information of the hassle be counted (Dawadi, et al., 2021). 
[bookmark: _Toc167200934][bookmark: _Toc169268204]3.8 Data evaluation method
The facts evaluation is a way of evaluating and figuring out the collected findings in an ok manner (Okoli, 2023). In this dissertation, descriptive statistical facts evaluation techniques were used to analyse the numerical findings amassed from the primary approach successfully (Park, et al., 2020). The IBM SPSS software application has been used to look at the correlation of variables and responses of the personnel concerning the effect of language and way-of-life limitations on their performance in the Zara organisation. This technique enables an analysis of the numerical statistics which are provided in the form of graphs and charts nicely associated with the influence of language and cultural limitations on the performance and control of personnel. With the assistance of the descriptive statistical information analysis approach, the effective facts have been analysed with the right authenticity and reliability by means of formulating graphs and charts to acquire higher effects in addition to outcomes inside the context of the challenge recognition (Casula, et al., 2021).
[bookmark: _Toc167200935][bookmark: _Toc169268205]3.9 Ethical consideration
The use of a mixed method approach is considered in this research to attain both qualitative as well as quantitative evidence in the context of the subject matter and these data have been collected by considering the ethical practices of the university. Ethical consideration is effective for the research for setting the practices and regulations which guide in collecting as well as analysing the information (Casula, et al., 2021). The personal information of the human participants has not been asked to ensure their anonymity. Along with this, the gathered data from the employees of Zara has been kept secure in a password-protected drive which is only be opened and accessed by researchers as well as supervisors. The data collected from the viewpoints of various authors has also been as it is presented without any manipulation of their insights.
[bookmark: _Toc167200936][bookmark: _Toc169268206]3.10 Limitations
In this study, the main focus of the topic is on the language and culture barriers in the Zara company and its effect on the employee's performance and engagement of this firm which can be limited in providing in-depth understating regarding the whole fashion industry. This research is also limited in providing better information within the subject matter by focusing on both methods of collecting the data as it becomes very vast to analyse both qualitative and quantitative information. Therefore, the use of one specific method can help in providing better and measurable insight regarding the subject matter. The study can also involve the evaluation of the fashion whole industry to attain proper knowledge in the context of the subject matter.



[bookmark: _Toc167200937][bookmark: _Toc169268207]Chapter 4: Research findings and Analysis
[bookmark: _Toc167200938][bookmark: _Toc169268208]4.1 Introduction
In this research chapter, the findings collected were effectively analysed by using reliable methods such as descriptive statistical methods. The graphs and charts related to the responses of the participants have been effectively analysed in this section to improve the understanding regarding the effect of language and culture barriers on the performance of the workers in Zara. A discussion has also been done between the findings of literature reviews and collected data from human participants to attain better results for the study. The survey forms have been sent to 100 respondents on their LinkedIn profile, out of which 96 have been responded to.
[bookmark: _Toc167200939][bookmark: _Toc169268209]4.2 Findings
Q1. How long have you been working with Zara?
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Figure 5: Graph of responses
Interpretation
From the above graph, it can be analysed that 46.5% of Zara employees who gave their response in this research were working in the firms for less than 5 years. Along with this, 34.4% of the workers of this firm were connected to Zara from the last five to ten years and only 14.6% of staff have been associated with the firm for 11 to 20 years as well as only 4.2% of the employees are connected with the organisation more than 20 years. This reflects that the majority of the respondents who responded to this research were associated with Zara for less than 10 years.
From the above interpretation, it can be analysed that most of the employees who have proven their perception of the study focus are connected with the firm for less than five years. This shows that employees may face issues regarding language and cultural differences for doing a job in the company for a longer period. The above results show that the employees are not working at Zara for a long time and only some of the employees who responded have connected with the firm for such a long period. This can show the lower retention rate of employees in Zara company. 
Q2. Does your company promote diversity by recruiting employees from different cultural backgrounds?
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Figure 6: Graph of Responses
Interpretation
Based on the above table and graph of responses it can be identified that the Zara company has promoted diversity in the company by recruiting employees from various cultural backgrounds as 74% of participants gave their response on the side yes option for the question. However, some of the employees of Zara who provide their notion in this study have responded in favour of no option as in their opinion this company has not promoted diversity by recruiting employees who belong to various cultural backgrounds. 
From the aspects and perceptions of various employees who provide their opinions in this study and workers in the Zara company have provided the information that their firm is effectively involved in promoting diversity in the workplace by recruiting the workforce who belongs to different cultural backgrounds. The promotion of diversity in the workplace culture is beneficial for Zara in enhancing cross-cultural learning among its employees by enabling the staff to share their cultural beliefs and experiences. The employees of Zara become better, more innovative, creative, and agile thinkers which can help in reducing the cultural and language barriers in the workplace. On the other hand, some employees of Zara who gave their opinion have not supported this argument that their company is promoting diversity in the workplace as they may confronted some cultural and language issues in the firm. 
Q3. Do you think that your performance and engagement with the company are negatively impacted due to cultural and linguistic barriers? 

[image: ]
Figure 7: Responses Regarding the Negative Impact of Cultural and Linguistic Barriers on Employee Performance and Engagement

Interpretation 
The above graphical representation suggests the opinions of  participants for their performance and engagement within the company are negatively impacted by the cultural and linguistic barriers. 31.3% of the people agree with the statement while 3.1% strongly stand the opposite. Meanwhile, as suggested 20.3% of participants form a neutral opinion on the same along with 32.3% that moderately agree. There also exist 12.5% of the people from total survey respondents who form moderate disagreement with the statement. 
It can be thus analysed that the majority of the employees believe that their efficiency has deteriorated due to major cultural differences. Moreover, there also exist a few of the proportion that disagree with the statement, however, these numbers can be significantly ignored focusing on the negative measure of these barriers. This directly indicates that the cultural and language gap is a serious matter of concern degrading the productivity of the major task force of the organisation. The mean of 2.24 in the alignment of 1.122 standard deviations suggests the complementary algorithm of the statement presented. In other words, it can be said that language barriers resulting from cultural differences hinder the company from affecting its internal stakeholders. This majorly includes the account of performance and engagement of the employees, which may further serve to surface the serious difficulties of efficiency on them. This may include degrading their work motivation and collaborative issues as well as negatively impacting firms as a whole.
Q4. Do you think that your employer is effectively managing the diverse employee base?
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Figure 8: Responses Regarding the Effective Management of Employee Base by the Employer
Interpretation
The image illustrates the statistics of the participants for their opinions on the efficient management of the employee base through the employer suggesting 34.3% agree on the same. Contrarily, 9.4% and 1.0% hold neglecting opinions accompanied by 16.7% of the total participants that have neutral perspectives. However, 38.5% of the respondents highlight their perspectives in the moderate agreement subgroup suggesting they might not strongly agree with the statement but are in favour of the matter stated. 
From an analytical view, it can be said that the majority of the participants believe that the employer of the organisation is successful in managing the employee base that accounts from diversified backgrounds. Parallelly, there are also some proportions that have a converse opinion. Even though this fraction is relatively low, it owns a magnificent space in the statistics. This is because there exist employees who doubt the management of employees in dealing with employees who are from varied cultural backgrounds. This directly indicates the poor management of internal operations of the organisation idealising the inefficient management of the major task force, employees. This also surfaces the ineffectiveness of higher management in maintaining the capabilities of the employer to deal with the varied employee base magnificently. In addition, the procured mean value of 2.04 and standard deviation of 0.994 strongly complement the algorithm highlighting the effectiveness of the employer to lead and manage the established employee base that belongs to diverse backgrounds. 
Q5. Which of the following factors do you think regulates employee engagement?
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Figure 9: Responses Concerning the Driving Factors of Employee Engagement Regulation
Interpretation
The above pictorial presentation highlights the major factors that regulate employee engagement within the organisation. As highlighted 30.2% of people think that recognition and rewards enhance their engagement within the organisation along with 22.9% of the participants idealising leadership as the driving factor. Also, there are 26.0% of people, emphasise job satisfaction as the leading factor. However, there is a minimal yet significant proportion of 9.4% and 11.5% people who account for growth and development opportunities and understanding of diverse cultural factors, respectively. 
It can, therefore, be analysed that a significant proportion of the total participants are inclined toward the opinion that certain factors regulate the overall engagement of the employees. As suggested the majority of the employees believe that recognition and rewards ultimately mean appraisals and other means of recognition are the most leading factors. It is because employees want their performance and efforts to be recognised and appreciated and rewards can be extra monetary benefits in terms of bonuses, incentives and other non-monetary advantages. Also, job satisfaction and leadership are seen to occur in the accounts of maximum selected options suggesting the vitality for the same. However, the other factors also include growth and development opportunities and an understanding of diverse cultures that determine employee engagement. In order to keep the staff members motivated and productive, firms should offer career advancement prospects. These can be offered through sessions of career counselling, training and development programmes and many more.
Although, the statistical proportion of these factors is relatively low, hold significant value in stating that nevertheless, they contribute to employee engagement by multiplying the overall efficiency of the organisation as a whole. The accounted 2.60 mean and 1.261 standard deviation value thus represent the truthfulness of the interpretative information that surfaces the information regarding the regulation of employee engagement through various leading factors. 
Q6. In your opinion which of the following factors determines employee performance?
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Figure 10: Responses Highlighting the Factors that Determine Employee's Performance
Interpretation
The illustrated representation illuminates various factors that determine the performance of the employees within the organisation. As highlighted, there are 31.3% of the total participants strongly emphasise that work-life balance is one of the most determinant factors of employee performance. The statistics account for 36.5% and 16.7% of people believing that stability in the job and acknowledgement of personal and professional goals, respectively, are the driving factors. However, there also exists a 15.6% fraction that beholds the opinions in favour of all the mentioned factors. 
On the basis of the above interpretive statistics, it can be, however, analysed that the major factor that influences the overall performance of the employees is job stability. In other words, it can be said that job security and satisfaction withstanding behind the term ‘job stability’ is the most prominent factor that determines employee performance. In the same context, optimal work-life balance serves to be the second-most major option accounted for impacting employee performance within the organisation. This suggests employees seek a healthy balance in their work-life aiming for the job that can provide them with a sense of security and long-term stability. Furthermore, the acknowledgement of personal and professional goals aligning with progressive growth also regulates the efficiency of the employees. Surprisingly, there also exists a significant fraction that relies on all of these factors that shape employee performance suggesting all of these are equally vital for the employee maintaining their overall efficiency and contributing to the organisation's success. This designates to the fact that all of these factors are relatively vital to lead the optimal performance of the employees. 
In other words, there are certain factors that determine employee performance within the organisation. For the same, the obtained mean of 2.17 along with the 1.043 value of standard deviation presents a presiding algorithm for the statistical information that reveals the analytical results. 








Q7. To what extent do you agree with the fact that lack of collaborative efforts and changes in language degrade employee performance?
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Figure 11: Responses Suggesting the Portion that Illuminates Employee Performance Degrades Due to the Lack of Collaborative Efforts
Interpretation
The pictorial representation of the graphs highlights the statistical information about the lack of collaborative efforts and changes in language that contribute to the degradation of employee performance. As presented 30.2% of the people strongly agree with the statement indicating their high agreement with the repercussions of the absence of collaborative efforts and language changes on employee performance. However, an extra proportion of 30.2% also forms moderate agreement along with 24.0% of people forming a neutral opinion on the matter. Parallelly, 12.5% and 3.1% of the total participants disagreed with the statement. 
The statistical interpretation stated above provides information on the influence of lack of collaborative efforts and language changes on the employees' overall performance. The data strongly suggested that most people believe minimal or no collaborative efforts negatively influence optimal employee performance. Within the workplace, it has been observed that discrimination and bias among the staff members are created by the management due to cultural variations. The engagement along with the performance of employees gets reduced because of the cultural differences within the workplace. The high degree of differences among the cultures leads to reduced productivity and engagement of workers.
Moreover, there is only a small proportion that forms the oppositive perspectives indicating they do not idealise the fluctuations in the languages that minimise the performance of the employees. However, these numbers owning a minimal proportion can be relatively ignored because even though the statistics would have shown a minimal proportion of the participants believing the statement, it would hold great significance. This is because it directly indicates that a lack of collaboration accompanying the absence of coordination affects the efficiency and willingness of the employee to work and may contribute to the performance of the organisation as a whole.
Q8. What are the issues that you as an employee of Zara face when the company attempts to incorporate measures to reduce language and cultural barriers?
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Figure 12: Responses regarding issues faced by employees of Zara
Interpretation
As per the above graph Zara workers experience certain issues when the company seeks to address the language and cultural gap it experiences presenting a multitude of problems. Examining responses from 96 participants, 27.1% opted for ‘Work Quality Issues’ as the main concern which could mean that efforts to bridge cultural barriers may be impacting the efficiency or even the effectiveness of their work. This is probably because of the communicational gaps due to language barriers or the quality differences depending on the cultural background.
‘Ethical Concerns’ was chosen by 24% of the respondents and this implies that the employees have had concerns over the ethical implications of the introduction of different cultures in the workplace and this might include concerns over fairness, respect for certain cultural values and practices and the methods used to enforce the new rules of engagement which might violate already existing ethical standards. Varying working styles and expectations and ‘delays in the supply chain’ were both chosen by 19.8% of respondents. Operational issues account for 8% of the employees. The adoption of different cultural practices might be causing disruptions to formal practices and communication structures not only within the firm but also in the external processes. The differences in various work styles and time expectations can result in waste or conflict for teams and illustrate the challenges of inclusivity in practice.
The mean response score of 2.65 indicates that on average employees considered at least two of these issues to be significant, which suggests a moderate but wide perception of the impact of these integration efforts. This variation in responses clearly shows that the management of Zara needs to improve the approach to the reduction of these barriers since communication styles should be diversified depending on the language and cultural differences of workers and more training should be provided with more clear regulation on the elimination of operational gaps. Such measures could potentially mitigate the broad range of issues identified by their employees, leading to better integration strategies and improved employee morale and performance.







Q9. Do you think that collaborative activities and team building activities improve the flow of communication and synchronisation of team efforts? 
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Figure 13: Responses regarding the effect of collaborative activities
Interpretation
The survey determines Zara employees’ perceptions on the impact of team cooperation and group building in evolving admission and coordination of teamwork was only a touch above average. Specifically, 34.4% strongly agreed while 38.5% of the respondents agreed that these tasks are useful and collectively, they derived 72.9%. This majority demonstrates strong support of group and team sports in the organisation to emphasise their perceived relevance in enhancing teamwork.
On the other hand, a lesser proportion of respondents maintain neutrality or have negative attitudes toward the subject, with 16.7%., 7.3% disagreed, there is 3.1% strongly disagreed with the statement. The proportion of negative responses indicates that scepticism or dissatisfaction regarding the effectiveness of such activities is not extensive among most of the personnel. The mean value of 2.06 also determines that collaborative sports enhance workplace discourse and orderliness. This common, especially leaning towards the settlement, strengthens the belief that such activities are determined as a part of the team performance improvement package.
Perhaps this trend could be attributed to the following perceived advantages such as availability of communication channels, collaborative activities; greater alignment and synchronisation of group efforts towards achievement of objectives; and improvement in typical morale and workplace engagement. These factors contribute to a place of work environment that not only appreciates but also optimises the utilisation of teamwork approaches in order to enhance productivity as well as the pride of employees. This can be accomplished by promoting an open communication culture, providing training, cultivating employees towards raising awareness and awareness, by employing an approach of inclusive culture. Therefore, the survey determines a high acceptance of team efforts and cooperation, emphasising the perceived worth of cooperation for an inclusive environment at Zara.
Q10. Which of the following measures do you think would lead to ethical and effective management of a diverse workforce in Zara and would lead to success in the long run?
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Figure 14: Responses regarding measures of ethical and effective management of diverse workforce
Interpretation
The data above also showed that the intervention with the most support was ‘Investing in specialised training and development programmes’ as 37 participants selected it. This implies a lot of faith in the ability of professional development to unlock the potential of a diverse workplace, meaning that to ensure employees are optimally prepared to work with diversity, targeted training must be provided. ’Creating a safe space for employees avoiding unbiased behaviour’ was chosen by 27.1% of the respondents, thus emphasising the relevance of fostering a positive organisational culture. This means that 29% of the employees are of the view that eradicating bias and fostering diversity are important aspects of principled management. 
The overall response to this question was slightly lower at 14% of the respondents. 6% considered that ‘fair delegation of power in the company and its administration as often as possible’ is crucial. It also touches on equity in some decision-making and leadership activities, suggesting a quest for justice in the company's governance framework. Respondents showed very little support for ‘Mentorship and buddy programmes’ indicated by 6%. While not as highly ranked, this still indicates acknowledgement of the importance of mentorship for individual and professional growth, especially within a multicultural context. Interestingly, 14.6 of respondents chose the ‘All of the above’ option, which indicates that some of the workers believe that training, a safe environment, fair distribution of power, as well as mentorship, are important in the workplace.
The mean score of 2.44 indicates that specialised training is considered crucial in areas such as safety, fair power-sharing, and mentorship are also of equal value to the employee. These insights suggest that while training and development are seen as the most critical for immediate impact, a comprehensive strategy that also includes creating an unbiased work environment, equitable power distribution, and opportunities for mentorship can foster a more holistic development of an ethical and effective diverse workforce. This balanced approach may be beneficial for Zara in promoting long-term success, as it addresses multiple facets of workforce management and development in a diverse corporate landscape.Top of Form


[bookmark: _Toc169268210]Chapter 5: Discussion
Considering the evaluation provided above, it is identified that cultural and language barriers at Zara have a direct impact on employee engagement and organisational measures of performance through generating misconceptions, demotivation, and lack of strong teamwork. These boundaries manifest themselves as communication problems, staff clashes and stress arising from working with individuals from different cultures, which ultimately leads to reduced commitment and effectiveness. When individuals struggle to communicate because of language differences, they may also experience social exclusion and decisions that demoralise their worth, which ultimately decreases their confidence and productivity.
Various factors influence the organisational employee engagement and performance of the organisation like leadership, recognition, and work-life stability. Job satisfaction is crucial, especially when influenced personnel are likely to be inspired and perform effectively. Another crucial element is the organisational subculture: A positive, inclusive, and friendly one will increase engagement and productivity, while a negative one lowers them. Increased employee engagement is supported by the availability of supportive and communicative managers together with the qualities of effective leadership. Besides, recognition and rewards encourage personnel to perform well, and anexcellent work-life equilibrium ensures that personnel can maintain their public and personal responsibilities, hence resulting in enhanced overall productivity.
The critical review also determined that Zara maintains its body of workers ethically and efficiently by implementing imperative insurance policies that promote diversity, cultural sensitivity, and communication (Riyanto, et al., 2021). The agency also incorporates specialised training applications in order to make personnel aware of cultural diversity and to learn to respect different opinions. Thus, establishing an enclosed space where workers are protected from prejudice and discrimination contributes to a positive organisational climate where everyone can thrive. Another attribute that helps ethical management is the distribution of power and fairness in optimal methods. Mentorship packages also assist in employees’ development and socialisation in the organisation’s different contexts (Albrecht and Marty, 2020). Thus, this addresses the question “What forces influence organisational employee engagement and performance?”
There is a significant correlation between the language and cultural challenges affecting Zara and the performance of the workers. Due to language constraints, there is communication breakdown, misunderstandings, and mistakes which affect performance and cooperation. This can lead to organisational conflict and lack of cooperation since culture can cause differences in expectations and ways of working among personnel. These may also impact the morale of the workers thus contributing to high rates of absenteeism and turnover. Hence, language and cultural barriers should be effectively managed to maintain the levels of productivity and employee motivation at a high level.
Despite all this, Zara has some hurdles even when attempting to increase worker performance due to language and cultural barriers. The main concerns are the lack of effective communication, ethical issues, and differences in management approaches and expectations. These problems can lead to a reduction in the quality of the performance, delays in the supply chain, and technical glitches in operations. They also may feel stressed and unsupported, which leads to less motivation and productivity. To overcome these challenging scenarios, Zara must improve its communication plans, include thorough training, and create a more friendly work environment.
The review of the literature also determined that the fashion industry has problems with culture and language that affect worker motivation and overall performance by causing misunderstanding and low morale (Weideman and Hofmeyr, 2020). Several aspects, such as task identification, organisational culture, management, popularity, and work-life, affect the engagement and performance of the workers. The strategies used by the fashion industry to address the dynamics of a diverse group of workers entail promoting diversity, equal opportunity, and multiculturalism. The association between language and cultural limitations and performance is significant because these barriers can lead to misunderstandings and decreased efficiency (Arifin 2020). These also cause challenges for Zara in increasing performance, but by developing communication and increasing inclusion, the organisation can support its diverse employees and improve overall performance more easily. Thus, the question is “What issues does Zara face while improving employee performance due to the language and cultural barriers in the company?” has been addressed successfully as per the above information.
Moreover, employee engagement at Zara is highly correlated with individual feelings towards work and the workplace among the employees. When there are cultural and language barriers present, people might find it challenging to develop this connection, leading to disconnection. Employees from outstanding cultural backgrounds should likely have outstanding perceptions of organisational behaviours, which can create tensions and controversies. They can lead to a lack of coordination, reduced productivity, or even conflict among the members of the working team.
It has also been identified that task management is determined as one of the leading drivers of the engagement of workers at Zara. It states that when individuals are satisfied with the job they do, they are more inclined to be engaged and prompted. There are several factors that may foster job satisfaction, which are the work environment, remuneration, and advancement in career. Zara has understood the importance of job satisfaction and has initiated various projects to promote it, such as providing high wages, providing chances for career advancement, and creating a great working environment.
The academic review also expressed that organisational culture also plays a crucial role in determining worker involvement (Phuong and Takahashi, 2021). A pleasant and diversified lifestyle that appreciates assortment and acknowledges can go a long way in enhancing worker engagement. Zara has tried creating a culture as regards to inclusion of diversity in the workplace. The firm has applied training applications to sensitise the employees to the culture so that they can embrace diversity and respect it. Through the implementation of the inclusive culture at Zara, the company targets to make all employees feel appreciated, which positively impacts engagement and performance (Abarantyne, et al., 2019).
Leadership is another factor that has an impact on the level of worker engagement and performance. It can be defined as the process of providing assistance, direction, and performance reviews to employees. In Zara, managers are required to practice a supportive and communicative approach to control. In so doing, leaders can ensure that their staff members feel appreciated and supported so that their discretionary effort and productivity can be boosted. Furthermore, identifying and recognising individuals for their performance can also help encourage them to perform well in their tasks. Hence, the question regarding “How company manage diverse workers more ethically and effectively?” has been successfully addressed based on the above evaluation.
Work-life stability is also important for engagement and performance outcomes among employees. Workers who are able to balance their external and work activities tend to be more productive in organisations. Zara has realised that work-life stability is a crucial factor and has put in place policies on it. Flexiblework arrangements, including remote working options and adjustable working hours, are provided by Zara to support employees in managing their work-life responsibilities. Zara should achieve this by targeting a work-life balance with the goal of increasing employee satisfaction and, consequently, efficiency.
The literature also stated that the relationship between language barriers and the efficiency of employees can be observed in the challenges that arise during communication. Language barriers result in misunderstandings and mistakes, which, in turn, have adverse effects on productivity (Bai, et al., 2023). When employees do not speak the same language, they may struggle to communicate effectively and end up making errors and taking a long time to accomplish the assigned work. To manage this issue, the fashion industry has put measures that include offering language learning and interpretation services to enhance the ability of  workers to communicate more proficiently (Leslie, 2019). Thus, the question of “What is the relationship between Zara’s language, cultural barriers, and performance?” has been addressed as per the above outcomes.
These differences can also influence the worker output since conflicts and lack of cooperation can arise due to these differences. People from diverse cultural contexts might have certain expectations and ways of working that may lead to issues with others. For example, some cultures can also promote the use of direct speech, while others could use indirect. These variations can cause problems during collaboration and teamwork efforts. To address those challenges, Zara has used cultural awareness training programme to train employees regarding other cultural behaviours and appreciation. Thus, the above findings of data analysis and literature review successfully addressed the primary question of the research which is “How do cultural and language barriers in Zara impact employee engagement and performance?”
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This section is one of the most significant one for the study as the whole research is concluded under this chapter. The outcomes of the literature review and data analysis chapter have been summarised in this section to provide a comprehensive knowledge of the findings that were gained throughout the study. Along with this, potential recommendations has also been provided to Zara in order to foster values in the employees while mitigating the issue of discrimination within the workplace.
[bookmark: _Toc169268213]6.2 Conclusion
﻿The outcomes of 1st objective established that the fashion industry has the challenging task of handling a culturally and linguistically diverse team of workers. The brand’s response has been a strategic integration of a robust range and inclusion policy that covers all levels within employers. This method entails comprehensive diversity training opportunities of considerable size that are designed to help employees with diverse backgrounds feel included and appreciated. It is not just about hiring people from different backgrounds but using broad perspectives to foster inventiveness and creativity at Zara based on inclusive recruitment regulations. Additionally, by employing cultural sensitivity by promoting workshops and constant learning options, Zara not only meets the requirements of corporate social accountability but also enriches the company culture, making it a more interesting place for global facilities.
This evaluation of the data also proved the positive superiority of Zara projects which showed a considerable increase in employee satisfaction and loyalty. This is especially vast in minimising turnover, a key problem within the retail realm associated with high rates of attrition. Employing a polite and professional work environment as a way of encouraging the involvement of the workers has consequently led to great improvements in productivity. These initiatives also foster a higher level of a harmonious and strong administrative centre where conflict is reduced and cooperation is enhanced. 
As per the aspects of objective 2nd, it has been identified that cultural and language issues at Zara prevail in the global fashion industry hindering the way teams operationalise themselves and interact within the organisation. Understanding these challenging circumstances, Zara has implemented culture and language support measures aimed at developing an inclusive work environment. These measures are essential in decreasing the conflict that cultural variations can cause and in creating a framework of respect and cognizance. In doing so, Zara optimises the organisational processes and guarantees that each of its personnel, regardless of cultural identity, feels embraced at the company. This promise to adopt diversity through reasonable learning and other support frameworks is crucial in ensuring that the corporate culture remains elastic and responsive to the global business environment.
The analysis above also reflected that it is evident that the effectiveness of the above-mentioned Initiatives by Zara includes a reduction of the administrative centre conflicts and an enhancement of group dynamics. Increasing beneficial internal communication and boosting worker participation and productivity prove the practical benefits of these cultural and language courses. This statistic underlines the imperative to pursue constant funding of such fields, strengthening the link between cultural competencies and organisational effectiveness.
Based on the outcomes of 3rd objective, it has been argued that the fashion industry, including a global player like Zara, still faces challenges due to the diverse cultures and language barriers in their diverse workforce. These differences can create communication issues that interfere with the easy running of operations and impair staff cohesion. Finally, differences in work values and norms of behaviour between nations can cause dissatisfaction and conflict that can decrease the effectiveness of the operational techniques as well as change the standard organisational motivation at the place of work. Such challenging situations require more significant understanding and targeted initiatives that go beyond diversity training. It indicates that distinct processes for integration and communication are necessary to work out multiculturalism in organisational paradigms and conquer geographic and cultural distances concerning various work ethics and expert expectations to ensure that every employee is transferring closer to organisational objectives with no conflict in cultures and responses.
The evaluation of the data analysis also stated that the existing approaches concerning cultural and language-demanding situations are substantial by using the administration of Zara, however, certain troubles have persisted as mentioned by the employees. Complaints of decreased work quality, ethical concerns, and slow operations highlight the value of tactics which can be not only complete but also versatile in line with the complexities of the organisation’s various personnel. The remarks suggest strengthening clear communication support structures to help groups connect better and developing cultural training programmess that can address the difficulties faced by Zara’s teams. These packages must be extended and improved, which must lead to spectacular development of workers’ commitment and productivity, and, consequently, promote a more diverse and efficient work atmosphere.
Based on the findings of objective 4th, it has been identified that in the culturally rich environment of Zara, active participation and team-building activities are fundamental enablers for which strong communication is not only desirable but essential for synchronising different team efforts towards a common goal. These initiatives are especially valued in Zara’s global context where they serve as enablers of dissolving cultural barriers and building a crew feeling among employees. By attracting employees in these sports, Zara is right to offer a culture that embraces diversity and promotes it. These team-constructing sporting activities are meant to be fun and engaging and will naturally compel personnel to shed their conventional work persona and interact with teammates in a new light. It not only enhances the relations between the team members but also reduces the barriers and promotes knowledge and mutual respect between team members belonging to different organisations or cultures. All of these activities can be viewed as the types of investments in Zara’s organisation well-being so that teams are not only reasonable but also highly integrated.
The data evaluation also determined that the high-quality impact of collaborative activities at Zara is sincerely contemplated in employee remarks and overall performance metrics. This is another indication that Zara’s employee relations are good since most of the employees agree that these projects have greatly enhanced their ability to work as a team. Workers report greater verbal communication, fewer confrontations, and a more stimulating working environment. These consequences underscore the purpose of well-structured crew constructing sports in improving crew methods and worker morale. A vast link between common participation in workplace activities and other good levels of team performance and morale has also been identified. Therefore, constant focus and commitment towards such group development activities are important for the continued maintenance and improvement of the cooperative attitude and performance among Zara’s numerous bodies of workers.
[bookmark: _Toc169268214]6.3 Recommendations
﻿1. Enhanced language support and translation services: Communication is very important for operational success, especially when there are many people involved in the process, as it is the case with ZARA. Cultivating language help by means of extensive language courses for personnel can mitigate social communication deficits. It can be important to provide language training according to the desire of the team of workers and with the use of more complex translation software in conferences or virtual communications so all the personnel comprehend and are comprehended. This can be complemented through the application of multilingual interfaces on intranet sites and in corporate systems, which allows employees to obtain the necessary information and perform their functions regardless of their language skills.
2. Comprehensive cultural competency training: The place of work must be diverse since it strengthens a corporation but additionally poses difficulties in the communication method among staff. Regular sessions in cultural competency can enhance knowledge and minimize conflict around culture. They have to capture topics that include culture, business etiquette, war strategies, and excellent communication in different cultures. To make this education a mandatory thing of employee development shall help reinforce cultural sensitivity among the corporation. Moreover, multiple workshops and discussion sessions to deliberate cultural peculiarities and find something in common for every employee may help to build trust and non-discrimination.
3. Structured team building programmesmes: Team building exercises that are structured and intended to incorporate aspects of intercultural learning and cooperation can significantly improve team dynamics, particularly in a multicultural environment. Scheduling ignominious group-forming retreats that amalgamate personnel from various spheres in different tasks which require problem-solving and cooperation will help disunite ordinary groups and create a more compact team. These activities must be skilfully developed to ensure that they are useful, convenient, and relevant for all the staff to ensure equal opportunity for team members to learn from each other and thrive in their careers.
4. Tailored communication and feedback mechanisms: Setting up custom communication channels that address the needs of a broad group of employees can considerably improve the way personnel interact and communicate with each other and with management. Establish a feedback system that enables employees to address their concerns associated with cultural misunderstandings or language barriers without fearing backlash. This can be in the form of anonymous feedback tools or regular one-on-one check-ins with HR. Furthermore, management needs to learn how to recognise the signals of disengagement or discontent that might result from cultural or language issues and alleviate these concerns early on.
[bookmark: _Toc169268215]6.4 Recommendations for future research
﻿As per the quantitative nature of the current research, further research might be done to enhance understanding through a mixed-methods approach. This could involve adding qualitative data through extended interviews or awareness providers to obtain very detailed worker stories and perceptions that quantitative methods usually miss. In addition, the scope of the survey could be expanded in upcoming research regarding demographic and geographic terms for a more comprehensive outlook on cultural influences amongst distinct areas to cover a more extensive range of Zara's overseas locations. It might also be beneficial to improve and utilise more state-of-the-art statistical models that might control for potential confounding variables and provide a clearer representation of the direct effects of cultural and language limitations on other aspects of employee performance and engagement. Such a multidimensional approach further sets the stage for a very comprehensive and precise amount of investigation into not only problems but solutions in managing a culturally diverse workforce.
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