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Introduction 
Employee engagement at work is a crucial factor for the success of ororganizations (Abidin and co, 2021). It makes people work more productively and share the values of the company (Stairs and Galpin, 2009). Companies around the globe provide various strategies to make their staff work more motivated, but with the aim to be efficient in these strategies, companies should first know well their employees (Naqvi, 2015). 
Theorists suggest that engaged employees are the biggest advantage that a business can have and that is why businesses should invest time to create a strong connection with their employees (Chakraborty and Gangluli, 2019). The relations between the business and the employees should always have a “human face” where mutual respect is combined with a portfolio of financial and non-financial motivators and rewards to boost the desire of the people to work (Melhem and Qudah, 2019). Often employees are prone to personify the business with their managers and they like or dislike it based on such a personification (Sun and co, 2019).
The following report is dedicated to showcasing the work engagement techniques at Zara, one of the biggest fashion retailers in the United Kingdom and the world (Zara.com, 2022). The company runs around 68 stores across the United Kingdom and employs more than 3 000 people. It is known as one of the best employers, but still, it can go a bit further in the aim to create the ideal workplace for all. 
Body 
Organizations use various work engagement drivers and their portfolio usually is done by the human resources department who is dealing with ensuring a good ambiance at work overall, apart from all the papers such as financial and legal stuff, related to the work of the employees. In the case of Zara, the human resources department in the headquarters selects a portfolio of work engagement drivers to be put in use and the final choice on them is for the high management. 
The current work engagement drivers in the company are quite influenced by the coronavirus crisis. The company – aware of the hard financial burden that the pandemic puts over the middle-class workers, as the majority of its employees are part of them – decided to bet mostly on the financial stimuli to reward the performance of its staff. 
The most often used work engagement driver in the company is the trimestrial financial bonus for good performance. The people who are eligible for it must have worked their full shifts during the months and must have demonstrated good performance. The ones who will receive a bonus for the trimester are directly selected by the team manager, based on their performance, and it is up to the manager to inform the employees that they will get a bonus next to their salary. For those who can’t get it, based on their performance, the team manager has to provide feedback on the grounds for it their by demand. 
Another workforce engagement driver used is the constant feedback by demand provided to employees during their work. The idea behind it is motivated by the perception of the management that people work best when they are guided. The people working in Zara are organized in teams and each team has a team leader responsible for providing the employees with the relevant feedback on their work and getting from them feedback in return. The feedback is considered to be a very strong work engagement booster, because the employees get immediate answer to their questions and immediate assessment of the work they do. During the coronavirus crisis it was a very important work engagement driver, because many people working at the company felt stressed due to the virus, especially in the context that the pandemic related measures will leave them jobless when stores are forced to close or to work on diminished capacity, and could not focus on their work. The errors at work that employees sometimes tend to do also increased, as the stress coming from the insecure present made some of them feeling very bad. By advice of the human resources department, team leaders at stores adopted the strategy of the calming feedback in the aim to ensure that emotional health of the employees and always tell them that – if they work well and focus on their job – the company will do all possible to save their job. That is how during the crisis the company adopted an approach of very compassionate feedback that aimed both to help the employees how to manage their daily job well and how to come over the feeling of general insecurity in front of the virus.
The third types of work engagement drivers that the company adopted long before the crisis, but that revealed very useful during it in the aim to create a supportive and transparent work ambiance, is the open communication between team members and managers. The company enjoys a horizontal hierarchy of management and that is something that actually helps it to sustain a good ambiance at work. There is no taboo topics that employees can address to their team leaders and the team leaders have to provide them with an answer. If they are themselves unable to do it, they must address the question of the employee toward the relevant department of the company. Such an empathy and openness are often stunning for the professional field, but it is a company where a great part of the employees are young girls and women and it is maybe the reason on why they managed to build a truly open ambiance. Often employees tend to ask advice even for more personal things that have nothing to do with the job, but the rule for being always open is not broken: the team leaders guide them sometimes to the psychological experts of the company that work within the human resources department and those employees can have a session with them face to face or online, depending on the restrictions put in place during the coronavirus crisis and on the availability and wish of the employees themselves.
Another great work engagement booster are the nonfinancial rewards that usually come in the form of praises of some exceptionally performing staff in front of the whole team. The praises can take the form of a short oral praise during the workday or even as a longer speech of the team leader in the end of the week, pointing out how the members of the team have performed during their work. During the pandemic of the coronavirus – when most of the sales were done online through the web shop of the company – the praises often came in the form of greeting e-mails with funny pics and emojis praising someone who has done a great job. 
The final work engagement measures are the team building parties. They are often held twice a week at the company: in June, before the summer holidays start for most of the staff, and in December, for Christmas. The headquarters of the company organizes a big team building party there and each store has the choice on where and how to organize their two teal building parties in the city of location and within the fixed budget, depending on the numbers of people working there. These events are quite appreciated by the staff and they often turn to huge parties that are memorable for a long time and make spread a good word for Zara.
Employees value proposition
In the context of all done by Zara as measures for boosting the motivation of the people to work there, there is also another great opportunity to rise the work engagement that is currently unexploited, but possible to try. This opportunity is related to the idea to connect business and employees on a mental level, this time based on the staff preferences (Yongxing and co, 2017). 
The proposition is based on the introduction of reward vouchers for those who work more or achieve the best results. These vouchers are based on the shifts that every employee has assumed during the month, on the sales that have been done, overall indicators for their distribution can be various. They allow from 50 up to 80 percent discount for purchasing chosen products from Zara, priced in the range between 20 and 50 pounds. In the aim to be maximally useful for the staff and to let it fully use these vouchers as good deals opportunities, the vouchers will offer the chance to buy selected articles at least half-price. 
They will be distributed by the managers between the 1st and the 5th of each new month to employees whose performance during the previous month was very good. The vouchers will have a validity of three months. Each voucher will be valid for one article. Employees will be able to use them online or at stores. Vouchers will be anonymous and employees even can use them as a present for someone beloved.
The idea behind the vouchers is mainly to motivate staff to work more by a material reward that will at the same time turn the employees into passionate customers of the brand. For many people working at the brand they love, such an addiction is a strong motivation to come happy at work and to work more. But when the company adds to  the chances to buy from this brand at preferential prices, people are happy twice. 
Adding to that the fact that in the stores of Zara a great part of the staff is young girls and women. Unfortunately, the average pay for the shop staff, within the whole country, is not high in the industry. Often those young girls and women need to save, especially for buying luxury fashion products. Most of the products of Zara are not expensive, but some particular articles from the new collections of the brand can be a challenge for a middle-class shop assistant and make them wait for months until the sales. But, linking their fashion dreams with the workplace and providing them with the opportunity to buy articles of the brand they otherwise often struggle to afford, especially as new arrivals, is a way for the company to make these dreams come true. 
Apart from the strong emotional side of the vouchers and their role as material rewards, they give two great benefits for Zara as well. At first, they will boost the turnover of the brand as employees are likely to use them fast, as they provide them with the chance to have great deals at very low prices. Apart from it, they boost the public awareness of the brand, especially when employees use them as presents, as – in this case – they will make people that are not directly involved with Zara neither as employees, or as customers – visit its stores and to enjoy a memorably good deal. 
Conclusion
In conclusion, can be resumed that Zara currently applies a range of successful strategies and measures to ensure that employees there are highly engaged with the work. Open communication, constant feedback both work-related and for demonstrating emotional support and empathy, financial bonuses, nonfinancial rewards for good performance and bonuses are among the most often measures applied there to boost the engagement. 
At the same time, it is important to give Zara as a company the chance to create an additional connection with its employees by making them also passionate customers of the brand, but at preferential prices that directly depend on their work results. 
The introduction of the performance-based monthly vouchers depending on the shifts that employees have assumed and on their sales results which will allow them to shop chosen products at up to an 80 percent discount is a way for the company to demonstrate its respect toward the people working there and for the people themselves, to afford often luxury products that they may have not been able to afford before. Making the employees of Zara also fans of the brand is a great way to strengthen the connection between employer and employees.
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