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[bookmark: _Toc173325605]Chapter 1: Introduction
[bookmark: _Toc173325606]1.1: Introduction
In terms of the dynamic business environment of the modern era, human resources have emerged as an extensive resource including the diverse assortment of strategies focused on enhancing employee engagement as well as enhancing the communication taking place between management and the employees(Lubis, 2024). Suchpractices are critical for nurturing an engaged as well as productive workforce which is imperative for ensuring the success of the business.       
[bookmark: _Toc173325607]1.2: Background of the study
Effective communication and employee engagement are critical aspects of human resource management. Employee engagement indicates the emotional commitment as well as dedication employees showcase towards their colleagues, work and the goals of the organization(Madsen, 2020). It encompasses aspects for example job satisfaction, a sense of belonging, as well as motivation. Effective communication conversely includes the punctual, transparent and clear exchange of ideas, feedback and information between the employees, as well as management, nurturing mutual understanding and collaboration.  
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[bookmark: _Toc169257817]Figure 1: Zara, leading fashion retailer
source: (Madsen, 2020)
Employee engagement as well as effective communication are imperative attributes of human resource management(Madsen, 2020). As per the Gallup survey, organizations with higher levels of employee engagement, experiencea 21 per cent hike in lucrativeness as well as a 41 per cent decline in absenteeism. moreover, organizations with effective communication practises are 50 per cent more inclined to have lower rates of employee turnover. 
[bookmark: _Toc173325608]1.3: Problem Statement
Regardless of the acknowledged significance of employee engagement as well as communications, various organizations face difficulty in terms of executing effective strategies that make sure that employee engagement remains high and communications procedures remain efficient. Obstacles for example cultural differences, limitations of technology and hierarchical barriers in many cases hamper such efforts(Nienaber and Martins, 2020). It results in declined productivity, higher rates of turnover, as well as overall dissatisfaction in the workforce.        
[bookmark: _Toc173325609]1.4: Aims, Objectives, Research Questions
Research Aim 
This research aims to investigate the impact of employee engagement and communication procedures on organizational effectiveness and employee satisfaction. A case study of Zara.
Research Objectives 
· To investigate the conceptual frameworks and theoretical highlights of employee engagement and communication procedures in HR management.
· To identify the main challenges and barriers hindering effective communication and employee engagement within the organization.
· To suggest strategies and best practices for enhancing employee engagement and communication procedures.   
Research Questions
· What theoretical models and frameworks underpin employee engagement and communication processes in HR management?
· What are the key challenges and barriers an organization experiences in executing effective communication procedures and nurturing employee engagement? 
· What strategies as well as best practices can be suggested to organizations for enhancing employee engagement and communication?   
[bookmark: _Toc173325610]1.5: Rationale of the Research
The significance of this research is founded in the potential of offering practical insights as well as suggestions that can aid the organizations, specifically in terms of the fashion retail industry for example Zara, for enhancing their human resources practises(Kozhigaliyeva, 2023). Engaged employees are more likely to contribute towards the success of the organizations by being innovative, productive as well as loyal. In addition, such efficient communication nurtures a positive organizational culture that is critical for reducing confits, and turnover rates, as well as making sure overall effectiveness of the organizations.      
[bookmark: _Toc173325611]1.6: Methodology
This research uses secondary data sources. Secondary data sources encompass journals, online resources and books related to HR management, communications procedures and employee engagement (Tőkés, 2022). The researchersrandom sampling to ensure an equal chance for each sample to be selected. the data used for this research is qualitative for gaining a deeper understanding of concepts such as employee engagement and communicationprocess. This research further employs the thematical manner for determining the common trends, themes and patterns within the data collected for the study.           
[bookmark: _Toc173325612]1.7: Scope of the Study
This research is focused on the fashion retail industry, most especially assessing Zara, one of the leading businesses on global platforms(Tomasekova, 2019). the scope of the research will entail national as well as international viewpoints, taking into consideration the geographical regions where Zara operates. This research further will be defined by an emphasis on the HR practises that are relevant to employee engagement and communicationpractiseswithin the organisational structure of Zara.   
[bookmark: _Toc173325613]1.8: Structure of the Dissertation
This research initiated by the introduction chapter offered an overview of the research encompassing the background, problem statement, as well as aims, objectives and methodology of the research. the following chapter will be a literature review. it will review the existing studies on employee engagement, as well as communications. It will explore the definitions, models, significance, theories as well as best practices. The following chapter will be the research methodology. It will define the research philosophy, approach as methods, as well as designs, data collection methods, and data analysis procedures. The next chapter will be data analysis and discussions, analysing and discussing the findings of the research. last but not least, this research will be brought to conclusions, with Chapter 5 conclusions. It will summarize the findings of the research, discuss the implications, offering suggestions for further research as well as practice.  
[bookmark: _Toc173325614]1.9: Summary
Chapter 1 offered introductions to the topic of research underscoring the significance of employee engagement, as well as communication within the HR management. It outlined the background of the research, determined the Problem statement as well as detailed aims, objectives, questions and methodology of the research. in addition to such, this chapter also highlighted the rationale, significance of the research, its scope,and methodology and further offered an overview of the structure of the dissertation. This offered a foundation for the entire research, and exploration of the subject matter within the following chapters.     


[bookmark: _Toc173325615]Chapter 2: Literature Review
[bookmark: _Toc173325616]2.1: Introduction
The notions of employee engagement as well as communications practises between the management, as well as employees are critical within the dimensions of organisational research, highlighting diverse aspects of human resource management, as well as organizational behaviour. Employee engagement indicates the emotional dedication, as well as commitment that employees exhibit towards their organizations as well as job roles. Such commitment impacts job satisfaction, creating deeper connections between the work as well as the desire to contribute meaningfully toward the goals of the organization. Effective communication, however, entails clarity, punctuality as well as transparency when exchanging information, ideas as well as feedback between management and employees. it is marked by openness, honesty, mutual respect as well as active listening. 
The following chapter will dive into the related issues of research entailing the advantages and the obstacles associated with employee engagement, as well as communications. Existing research will be studied for extracting useful insights emphasising the practical findings that underscore the best practices, and common pitfalls. This chapter will also determine the existing gaps within the research, establishing afoundation for current research. by locating this research within a wider context of the current knowledge, the research will highlight the requirement for future exploration of how such procedures influence the effectiveness of the organisations as well as employee satisfaction.  
[bookmark: _Toc173325617]2.2: Base theory of the sub-discipline
The base theory of the sub-discipline offers basic principles as well as concepts that highlight the research and comprehension of that specific dimension. Concerning employee engagement as well as communications within the practices of HR, various core theories, as well as background attributes offer a framework for comprehending such concepts. 
Employee engagement
Fondevila-Gascón et al., (2022)explain employee engagement as the concept that is founded within the dimesons of organizational psychology, as well as management. It outlines the emotional dedication as well as the commitment of an employee towards their work and organization. such engagement often entails a connection at a deeper level towards one’s work as well as a sense of purpose, resulting towards the willingness toaccommodate and surpass the requirements of the job.   
As per Tariq et al., (2021) characteristics of engaged employees are:
· High levels of motivation:generally engaged employees have higher levels of motivation for contributing towards the success of their organisations, and are also often proactive within their roles.        
· Loyalty: engaged employees exhibit a strong loyalty towards their employees leading towards decreased rates of turnover.  
· Dedication: engaged employees are more likely to be dedicated to their tasks as well as be proud of their work. 
· Positive attitude:engaged employees are more likely to have a positive attitude towards their organizations, and colleagues, nurturing a collaborative, as well as supportive environment of work.
The base theory of employee engagement can be tracked back to the diverse psychological as well as management theories that entail, 
Maslow’s hierarchy of needs:this theory proposes that employers are dedicated to fulfilling the hierarchy of requirements varying on the spectrums of basic physiological requirements to self-actualization. Engaged employees are the individuals who believe their higher-levelneeds for example, esteem and self-actualization are being accommodated.   
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[bookmark: _Toc169257818]Figure 2: Maslow’s hierarchy of needs
source:Fondevila-Gascón et al., (2022)
Herzberg’s two-factor theory:Herzberg suggested that job satisfaction as well as dissatisfaction emerge from the two distinct sets of attributes, that are motivators as well as hygienic aspects. Employee engagement is mostly associated with the mottos for example recognitions, achievement as well as work itself.         
Social exchange theory: this theory suggests that the employees are more likely to be engaged in their work when they assume, that their contributions are reciprocated as well as valued by the organisations. Such entails reciprocal relations where the individuals offer their full potential in exchangefor rewards and recognition.   
Effective communications
Effective communication within the organizations entails the exchange of information, ideas as well as feedback between the employees as well as management in a manner that is clear, transparent as well as timely. As per ZARA et al., (2022), the characteristics of effective communication entail:
· Honesty: truthful and open exchange of information.    
· Openness:Willingness to receive and share information in the absence of barriers.   
· Clarity:concise and clear messages that are easily comprehended.    
· Mutual respect:respecting the perspective and contributions of all the parties associated.      
· Active listening:engaging with and comprehending the messages being communicated. 
The theoretical basis for effective communications entails:
Shannon and Weaver's Communication Model: it offers a basic model defining the significance of the procedures of communications from the sender to the receiver, underscoring the significance of clarity as well as the possibility of disruptions within the communications procedures.          
Transactional Model of Communication: this model focuses on the dynamics as well as reciprocal nature of communications where both of the entities are at the same timesending as well asreceiving information, making adjustments within their communication as per the feedback.      
Two-Way Symmetrical Model:suggested by Grunig and Hunt, this model defends a balanced exchange of data, where the feedback travels in both directions encouraging mutual transparency and understanding.         
[bookmark: _Toc173325618]2.3: Theoretical frameworks
Theoretical frameworks offer an organised approach to understanding, assessing, analysing as well as interpreting the diverse phenomenon. Concerning the employee’s engagement, as well as communications, such frameworks aid in comprehending the foundational principles, as well as dynamics that authorize such concepts. They provide a basic foundation for both academic research as well as practical applications. The following are some chief theoretical frameworks related to employee engagement as well as effective communication. 
Engagement-Commitment-Performance Model
This model suggested that a direct relationship exists between employee engagement, the commitment of organizations, as well outcomes of performance. this model highlights that engaged employees are more likely to be emotionally, as well as mentally engagedin their work. theydemonstrated dedication, a sense of purpose as well as enthusiasm. They are also more likely to foster a strong commitment towards their organizations which is further translated in terms of loyalty, as well as willingness to place more effort. Furthermore, the engaged employees result in enhanced performance. Engaged employees are thus more likely to be innovative, and productive and further positively contribute towards achieving the organizational goals.        
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[bookmark: _Toc169257819]Figure 3: Engagement-Commitment-Performance Model
source:Fondevila-Gascón et al., (2022)
Two-Way Symmetrical Model of Communication
This modelwas developed by James E. Grunig and focuses on mutual understanding and further balancing communication between employees, as well as organizations. Chief aspects entail dialogue, mutual understanding and inclusiveness. Communication refers to inspiring open and honest operations where the feedback travels both ways. Mutual understanding reflects that both entities aimto understand each other’s viewpoints, as well as work towards their collective objectives. Inclusiveness makes sure that employees despite their positions have an opinion on the procedures of communication.     
Social Exchange Theory (SET)
This theory dives into relationships as well as social behaviour concerning exchange. In the case of employee ensnarement, it highlights aspects such as reciprocity and cost-benefit. Employees engage when they assume that their efforts are valued and reciprocated by the organizations with reward, fair treatment, and recognition. Employees further assess the benefits they are offered, such as recognition and salary, against the costs of effort and time. Positive assessment results in ahigher level of engagement.   
Job Demands-Resources (JD-R) Model
This model aims to differentiate between the demands of the job, as well as the resources of the job. In terms of the demands of the job that are physical, as well as psychological, social and organizational attributes of the job that need sustained efforts involved with the psychological and physiological costs. The job resources entail the physical, psychological, social as well as organizational attributes of the job that aids in terms of accomplishing the work goals, declining demands of the job, as well as stimulating growth and development at the personal level. Further in terms of balancing, balance between the demand and resources results in enhanced wellness and ensnarement of employees. increased demands can result in burnout further sufficient resources can improve performance and engagement.      
Maslow’s Hierarchy of Needs
Despite not being particular to the concept of employee engagement, this theory is quite often used for understanding the motivating factors for employees. therefore, it entails the hierarchy of needs starting from physiological, safety, social, esteem and self-actualization needs. Physiological needs entail basic needs for example salary and job security, safety need entails safe working conditions, social needs encompass the sense of belonging, team spirit and supportive colleagues, and esteem needs encompassrespect and recognition. Last but not least, self-actualisation entails opportunities for personal growth as well as fulfilment at work.    
Self-Determination Theory (SDT)
This theory focuses on the extent to which the behaviour of individuals is self-determined and self-motivated. It entails autonomy, competence, as well as relatedness. Autonomy reflects the feeling of control of one’s work as well as decisions. Competence is associated with the feeling of being effective and capable in one’s job. Relatedness refers to the feeling of connection with others within the workplace environment. 
[image: ]
[bookmark: _Toc169257820]Figure 4: Self-Determination Theory (SDT)
source:Fondevila-Gascón et al., (2022)
[bookmark: _Toc173325619]2.4: Previous studies and lessons learnt
Diverse research has investigated the impacts of communications practises as well as employee engagement on the outcomes of the organizations. For example, Fondevila-Gascón et al., (2022) established that organisations with a higher rate of employee engagement experienced higher levels of innovation, as well as customer satisfaction and overall performance. this research highlighted the imperative role of engaged employees in terms of facilitating the success of the organization. 
Obobamidele, (2023)underscored the merits of effective communication, explaining the decision-makingnurtures teamwork, and further reducesmisunderstanding as well as disputes. Efficient communication was established to be specifically critical for dynamic and diverse environments for example the fashion retail industry where the clarity and punctuality of the information is critical for ensuring operational efficiency.     
Kazimoto, (2016) and Khan et al., (2015) highlighted the diverse best practices for nurturing the employee’s engagement, as well as effective communications. Such entails forming a culture of trust and transparency offering opportunities for feedback with the help of distinct mediums of communication. It entails reinstating the goals of the organizations with the goals of the individuals. Such practice is said in terms of creating an atmosphere where the employees feel heard and valued resulting in higher levels of engagement and enhanced communication.  
[bookmark: _Toc173325620]2.5: Gaps identified to situate own research
Regardless of the significant research on employee engagement, as well as effective communication, diverse gaps persist(McMahon, 2014). Primarily there is limited practical evidence supporting certain mechanisms with which employee engagement as well as communication influences the performance of the organisations within the fashion retail industry. while the general benefits are well documented, the exclusive dynamics of the industry required a more focused exploration. 
Further, much research is more focused on either employee engagement or communication independently, instead of assessing the interactions between the two critical aspects. Comprehending how the communications approach influences the levels of engagement, and vice versa, can offer more inclusive insights related to how organisations can nurture support as well as the productiveenvironment of work(Dewhurst and FitzPatrick, 2022).  
Moreover, there is a requirement for more investigation on the obstacles and challenges to effectuate communications as well as engagement in terms of international business that operates in diverse cultures as well as geographical settings(Dewhurst and FitzPatrick, 2022). Further determining and addressing such challenges can aid in developing more personalised strategies for optimising employee engagement and communication.  
[bookmark: _Toc173325621]2.6: Summary
This chapter reviewed the existing literature on employee engagement as well as communications underscoring their definitions, characterises, as well as significance and theoretical framework, existing research and determined gaps in the research.Employeeengagement is marked by emotional commitment as well as motivation resulting in enhanced performance of the organizations. Effective communication entails a clear, honest as well as punctual exchange of information, nurturing collaboration and trust.  
Theoretical models for example engagement-commitment-performance models as well as two-way symmetrical models of communication offer frameworks for comrading such concepts. Existing research has exhibited the positive impact of engagement as well as communications on the outcomes of the organizations determining the best practices for optimizing such regions.   
Regardless gaps persist in terms of underpadding certain mechanisms as well as challenges in terms of the fashion retail sector, the interactions between communications as well as engagement and the impacts of remote work and technological trends. Addressing such gaps will aid in enhancing the understanding as well as the development of more effective strategies for nurturingemployeeengagement and communication in international organisational settings.     
[bookmark: _Toc171599543][bookmark: _Toc173325622]Chapter 3: Research Methods & Methodologies
3.1: Introduction
The following chapter defines the research methods as well as methodologies used within this research, emphasising the approach and data collection methods used by the researcher. This chapter will discuss the philosophical, paradigms as well as methodological stances used for this research. It will highlight the research strategy, sample populations as well as data collection and further the analysis techniques. Ethical considerations related to the research are also addressed in the following chapter.                  
3.2: Philosophical position of the research 
The philosophical position of the proposed study is interpretivism. This philosophy is selected for this research since it allows a profound understanding of the social phenomena of communication practises as well as employee engagement with Zara (Denscombe, 2012). Such an approach is well suited for research based on mixed methods including both quantitative as well as qualitative since it focuses on understanding the experiences, as well as the meaning of individuals in terms of a certain setting. Interpretivism resonates with the aim of the research for exploring as well as interpreting the subjective experience and perspective of the employees and management related to engagement as well as communications.                     
3.3: Paradigm position of the research 
This research uses the constructivist paradigms. Constructivism suggests that knowledge is built with the help of social interactions as well as experiences further making it most suitable for exploring complicated social procedures such as employee engagement as well as communication. Such paraffins focus on the significance of context as well as the co-construction of understanding between the participants as well as the researcher (Denscombe, 2012). By integrating the constructivist paradigms, this research aims to understand how the organisational culture of Zara well as practises influences and is influenced by aspects such as employee engagement and communication practises.                         
3.4: Position of Research Approach
This research uses a mixed method approach involving both quantitative as well as qualitative. The quantitative research is suitable for this research since it enables the researcher to conduct a profound investigation of inclusive as well as contextual aspects impacting the attributes of employee engagement as well as communications within the context of Zara (Duignan, 2016). It enables the gathering of data profound information that offers insights related to viewpoints, exercises as well and interactions of the employees and management. A qualitative approach is critical for understanding the complexity of the social phenomenon as well as understanding the foundation; reasons and motivations supporting the observed behaviours.                
3.5: Methodological Stance of the Research 
The methodological stance of this study is mixed method, primary data will be collected directly from the employees and management at Zara through some related methods such as interviews as well as observation while the secondary data will be gathered through academic reports, document analysis and existing literature. This type of approach is selected due to its direct response and in-depth exploration of the research question. As this type of approach offers valuable insights into the topic of the study, is special useful in terms of this research offering access to diverse perspectives and views of others. 
Thus, this offers a deep investigation of the attributes such as employee engagement as well as communication concerning Zara. Primary data collection is the process of gathering original data directly from the source or by direct interaction with the respondents. The mixed data collection method is important for the study as it offers firsthand, specific as well as current insights directly from the participants included. It offers detailed insights into employee engagement and communication practices within the company. Thus, collecting the data through interviews, surveys as well and observation makes sure that the study captures all the authentic experiences, perspectives and dynamics unique to Zara's organizational culture.   
In this study, secondary data has been meticulously collected from a range of sources to provide a comprehensive understanding of internal communication and employee engagement. The inclusion criteria for selecting secondary data focused on UK-based studies, ensuring relevance to the context of Zara's organizational culture. Articles published after 2019 were prioritized to capture the most recent and relevant insights. The sources utilized include well-regarded databases and journals such as JSTOR, ScienceDirect, and Google Scholar. This approach ensures that the research draws from high-quality, peer-reviewed literature that aligns with the study's objectives and provides a broad perspective on the subject matter.
3.6: Stance of the Research Strategy and Design 
The research strategy used for this research is the case study design. This strategy is most suitable for this research since it required profound investigations of modern phenomena within the real-world setting, by emphasising Zara as the single case, this study offers in-depth as well as contextualised compressions of how employee engagement, as well as communication, practises are executed viewed within the company (O’Gorman, 2015). The case study designs enable the researcher to implement diverse sources of data for example organisational reports, academic literature, as well as industry analyses offering an inclusive perspective of the research matter.                   
3.7: Research Sample and Population
The research sample entails the employees as well as management at Zara, the sample will be selected to represent different roles, departments as well and levels within the organization to make sure includes a diverse range of different perspectives, and views. The population for the study encompasses all the employees as well as the management included in as well as the impacted by engagement and communication practices at Zara. By directly collecting primary data from these individuals, the research aims to gain insights into their experiences and viewpoints. The primary data collection method is important for the study as it offers firsthand, specific as well as current insights directly from the participants included. It offers detailed insights into employee engagement and communication practices within the company.
3.8: Data Collection and Data Analysis Tools/Techniques
Data collection methods for this research encompass collecting the information from conducting, interviews, surveys as well as performing observation. These methods include collecting qualitative and quantitative data from the employees as well as management regarding their connection and communication practices at Zara. The data analysis process includes thematic exploration where the scholar identifies the patterns as well as themes with the collected data. Thematic analysis is flexible as it offers an in-depth detailed investigation of qualitative data. It encompasses coding the data, exploring themes as well as interpreting the findings to offer valuable insights related to the research questions. The data was collected by a primary method including the questionnaire, and interviews, in this study a total of questionnaire around 40 will be conducted to include valuable insight into the research.           
3.9: Ethical Consideration of the Research
Ethical considerations are imperative for the research, despite of the approach as well as methods used by the research. This research ensures ethical integrity by valuing the intelligible property. This research thus uses proper citing of all sources of secondary data to recognise the original authors and avoid plagiarism (Saunders, 2019). The research further ensures that all the sensitive data acquired from the secondary sources is handled with care and thus not disclosed inappropriately. The study also precisely represents the data as well as findings from secondary sources without misinterpreting or manipulating the data. This research is also transparent related to sources of data, methods of data collection as well as techniques used for analysis.             
3.10: Summary 
This chapter defined the research methods, as well as methodologies used within this research focusing on the approach and analysis techniques. It discoursed the interpretive as well as constructivist philosophy as well as paradigms positions respectively. This research uses a mixed (qualitative and quantitative) research approach, as well as a primary data collection method. This research used the case study designs with an emphasis on employee engagement as well as communication of Zara. This chapter also underscored the data collection as well as analysis methods, and ethical considerations. 
[bookmark: _Toc171599554][bookmark: _Toc173325623]
Chapter 4: Data Analysis and Discussions
[bookmark: _Toc171599555][bookmark: _Toc173325624][bookmark: _Toc171599556]4.1: Introduction
This chapter aims to present the analysis as well as discussions of the collected data during the research. The main of the research is to interpret the findings as well as understand their implications. This chapter will also outline the methodology employed for data analysis, presenting the findings as well as discussing the reliability and validity.           
[bookmark: _Toc173325625]4.2: 4.1 Primary data analysis
1. How clear are the HR communications you receive?
Interpretation: According to the results of questionnaires that have been examined with the help of employees at Zara 40% of employees strongly agree on the clear communications that they have been receiving from their HR. Further part 20% claim that they receive clear communication the other part says 20% neutral and the other part is 10% agreed by unclearness and very unclearness in communication.    
2. Do you understand your role in the company? 
Interpretation: 30% of employees are greedy that they clearly understood their role at the company and 30% of them said it's neutral with them. Thus, the other part said 10% disagreed and strongly disagreed with their decisions related to this.    
3. How long have you been working at Zara?
Interpretation: 44% of employees have been working for less than 1 year in the company whereas 16% claim to work for 1-3 years. Thus, another employee declares that 20% of 4-6 years as well as more than that.   
4. How often do you get updates from HR?
Interpretation: according to the chart above it has been clear that 60%of employees at the company get updated from HR daily, 20% of them get weekly as well as the other both part get 10% monthly and rarely with the updating within HR.  
5. What communication channel do you prefer for receiving HR updates?
Interpretation: According to the chart above it has been clear that 60% of employees are comfortable with emails while 20% of them prefer the Internet. Thus 10% of the other part of them claims meeting and mobile app to get updated from HR.   
6. How effective is the current communication channel in delivering HR updates?
Interpretation: According to the result it says 20% of employees agreed with the very effective option, 30% of them claimed effective while 30% of them said it was neutral to them. Thus 10% of employees said it's ineffective as well as other 10% of employees claimed that it's very ineffective.   
7. How relevant is the information provided by HR to your role?
Interpretation: According to the employee the chart above claims that 20% of employees said that information offered by HR is very clear to them, 40% of them claim to be clear while 10% of employees said it’s neutral to them. Thus 20% of employees also claim that it’s unclear as well and 10% of them said it’s very unclear.     
8. How much connected do you feel with the communication from HR?
Interpretation: According to the result 30% of employee claim that they feel very relevant to the communication from their HR, 20% of them said it's relevant while the other 20% claim to be neutral to them. Thus 20% said it’s irrelevant as well as 10% of very irrelevant.  
9. How often do you provide feedback to HR about their communication processes?
Interpretation: According to the result 40% of employees claim that they always offer feedback, 20% claim it as often and 20% of employees said sometimes only. Thus 10% of them said rarely they update about feedback and 10% of never.
10. How responsive is HR to the feedback you provide?
Interpretation: The HR is responsive according to the 20% of employees' claims very relevant, 20% said relevant as well as 40% of employees claimed it was neutral to them and the other 10% of them claimed as irrelevant and very irrelevant.
11. Is the frequency of HR communication enough for your needs?
Interpretation: 30% of employees are strongly greedy about the HR frequency according to their needs and 20% of them agreed while 40% of them said it’s neutral with them. Thus, the other part said 6%-4% disagree and strongly disagree with their decisions related to this.    
12. Do you receive the HR communication on time? 
Interpretation: 40% of employees are strongly greedy about receiving the communication from HR on time and 20% of them agreed while 10% of them said it’s neutral with them. Thus, the other part said 30% and 40% disagree and strongly disagree with their decisions related to this.    
13. How comprehensive is the information in HR communications?
Interpretation: According to the chart above, 20% of employees claim very comprehensive information from HR, 40% of employees said it's comprehensive 30% said it's neutral for them while 40% and 60% of them claim incomplete and very incomplete.    
14. How effective do you find HR communication content?   
Interpretation: 30% of employee agreed with very useful for their communication content, 20% of them claimed it is useful for them and 20% said it's neutral for them. Thus, 20% and 10% said it’s not useful and not at all useful for them.  
15. How well does HR communicate about training and development opportunities?
Interpretation: According to the chart 20% of employees agreed that HR communicated very well about the training and development programs, the other 40% claimed it well while 20% of employees said it was neutral for them. Thus,the other 10% claim poorly and very poorly.
16. How often do you participate in training and development programs communicated by HR?
Interpretation: According to the result 40% of employees claim that they always participate in training and development programs, 20% claim it often and 20% of employees said sometimes only. Thus, 10% said rarely they update about feedback and 10% of never.
17. How clear are the communications about company policies and actions?
Interpretation: 20% of employees agreed with very clear about the company policies, 30% of them claim it is useful for them while 10% said it's neutral for them. Thus, 20% and 20% said it’s not useful and not at all useful for them.  
18. How often do you need clarification on policies and procedures after receiving communication from HR?
Interpretation: According to the result 40% of employees claim that they always need clarification related to policies, 20% claim it an often while 20% of employees said sometimes only. Thus, 10% said rarely they update about feedback and 10% of never.
19. How well does your HR communicate about Zara’s culture?
Interpretation: 20% of employees agreed very well about HR communicating about Zara’s culture, 40% of them claimed it is useful for them while 10% said it’s neutral for them. Thus, 20% and 10% said it’s not useful and not at all useful for them.  
20. How much do HR communications contribute to your understanding of Zara's mission and values?
Interpretation: around 40 per cent of the individuals believe that HR communication contributes a great deal to their understanding of the missions and values of Zara. Around 20 per cent believe the contribution to be a little neutral. Further around 10 per cent believe the contributions to be a lot and not at all.
21. How satisfied are you with the HR communication regarding your job role?
Interpretation: According to the above chart, 20% of employees are very satisfied with the HR communication regarding their job role, 10% of employees are satisfied with it while the other 20% claim it is neutral for them. Thus 40% of them are dissatisfied as well and 10% of employees are very dissatisfied.  
22. How does HR communication impact your job satisfaction?
Interpretations: around 30 per cent believe that HR communications positively impact their job satisfaction. Around 20 per cent of the individuals believe that HR communication is very positive, very negative, and natural in terms of impacting their job satisfaction. Around 10 per cent believe the impact to be negative.
23. How effective is HR in communicating about conflict resolution procedures?
Interpretation: According to the result it says 40% of employees agreed that HR is communicating about conflict resolution procedures very effectively, 30% of them claim effective while 10% of them said it’s neutral to them. Thus 10% of employees said it's ineffective as well as other 10% of employees claimed that it’s very ineffective.  
24. How comfortable do you feel approaching HR with workplace issues?
Interpretations: as per the pie chart around 22 per cent of the individuals are very comfortable in discussing workplace issues with HR. Around 34 per cent and 33 per cent of the individuals are comfortable and neutral in discussing workplace issues with HR respectively. Around 9 per cent and 2 per cent of the individuals are uncomfortable and very uncomfortable in discussing workplace issues with HR respectively.
25. How effective is the technology used by HR for communication?
Interpretation: According to the result it says 16% of employees agreed that the technology used by HR for communication is very effective,24% of them claim effective while 20% of them said it’s neutral to them. Thus 30% of employees said it's ineffective as well and other 10% of employees claimed that it’s very ineffective.   
26. How user-friendly are the communication platforms provided by HR?
Interpretation: According to the result it says 16% of employees agreed that user-friendly is the communication platform provided by HR very effective,24% of them claim effective while 20% of them said it’s neutral to them. Thus 30% of employees said it was ineffective as well as other 10% of employees claimed that it was very ineffective.   
27. How does HR contribute during the organizational changes?
Interpretation: 20% of employees agreed very well about HR contributions during the organizational changes, 40% of them claimed it was useful for them while 10% said it was neutral for them. Thus 20% and 10% said it’s not useful and not at all useful for them.  
28. How informed do you feel about changes in the organization through HR communication?
Interpretation: 20% of employees agreed very well about changes in the organization through HR communication, 40% of them claim it is useful for them while 10% said it’s neutral for them. Thus 20% and 10% said it’s not useful and not at all useful for them.  
29. How well does HR communicate about employee recognition programs?
Interpretation: 20% of employees agreed with very well about HR communication about employee recognition programs, 40% of them claim it is useful for them while 10% said it’s neutral for them. Thus 20% and 10% said it’s not useful and not at all useful for them.  
30. How often do you receive recognition from HR for your achievements?
Interpretation: According to the result 40% of employees claim that they always receive recognition from HR for their achievements, 20% claim it an often while 20% of employees said sometimes only. Thus 10% said rarely they update about feedback and 10% of never.
31. How clear is the communication about employee benefits?
Interpretations: 34 per cent of the individuals believe the communication regarding employee health to be very clean, whereas 22 per cent of the individuals believe the communication to be clear and neutral. Around 11 per cent of the individuals believe that communication to be unclear and very unclear.
32. How often do you need additional information about benefits after receiving communication from HR?
Interpretation: According to the result 40% of employees claim that they always need additional information about benefits after receiving communication from HR, 20% claim it an often while 20% of employees said sometimes only. Thus 10% said rarely they update about feedback and 10% of never.
33. How well does HR communicate about work-life balance initiatives?
Interpretation: According to the result 40% of employees claim that they always receive HR communication about work-life balance initiatives, 10% claim it an often while 30% of employees said sometimes only. Thus 10% said rarely they update about feedback and 10% of never.
34. How much support do you feel by HR in managing a work-life balance?
Interpretations: around 28 and 27 per cent of the participants feel very supported and very unsupported by HR for managing work-life balance. Around 18 per cent of the individuals feel neutral and support maintaining their work-life balance by HR. Last but not least, around 9 per cent of the individuals feel unsupported.
35. How clear is the communication about the performance review process?
Interpretations: around 20 per cent of the individuals believe that communication regarding the review procedures is very clear. Similarly, approximately 20 per cent of respondents believe communication regarding review procedures is unclear and very unclear. Furthermore, around 20 per cent of the respondents are neutral.
36. How often do you receive constructive feedback through performance reviews communicated by HR?
Interpretation: According to the result 40% of employees claim that they always receive constructive feedback through performance reviews communicated by HR, 20% claim it an often while 20% of employees said sometimes only. Thus 10% said rarely they update about feedback and 10% of never.
37. How well does HR communicate about career advancement opportunities?
Interpretation: 40% of employees agreed with very well about HR communicates about career advancement opportunities, 20% of them claim it is useful for them while 30% said it’s neutral for them. Thus other 6% and 4% said it’s not useful and not at all useful for them.  
38. How often do you feel informed about potential career paths within Zara?
Interpretation: According to the result 40% of employees claim that they are always informed about potential career paths within Zara, 20% claim it an often while 20% of employees said sometimes only. Thus 10% said rarely they update about feedback and 10% of never.
39. Overall, how satisfied are you with the HR communication processes at Zara?
Interpretations:  as per the pie chart, 40 per cent of the respondents were neutral with the HR communication processes at Zara, however around, 20 per cent of the respondents were are you with the HR communication processes at Zara. 20 per cent of the respondents were very satisfied with the HR communication processes at Zara however 20 per cent of the individuals were dissatisfied with the HR communication processes at Zara.
40. How likely are you to recommend Zara's HR communication processes to a colleague?
Interpretations: as per the pie chart,40 per cent of the respondents are most likely to recommend Zara’s HR communication practises, however around, 20 per cent of the respondents are least likely to suggest the HR communication practises of Zara. 20 per cent of the respondents are very likely to suggest the HR practises of Zara however 20 per cent of the individuals were dissatisfied with the HR communication practices of Zara.
[bookmark: _Toc169257836]Table 1: Data Analysis
	Source 
	Methodology 
	Overview 

	Ali et al., (2021) 
	Quantitative method
	This study explores the internal communications within the maintenance department of a cement industry organization. Employees, as well as managers, often experience difficulty due to poor communications, impacting the costs as well as performance, carried out maintenance department, this research employed a quantitative approach for collecting data. Findings reflect that management successfully employs the team meetings and tools for inline communication as well as organising the regular events. 

	Kalogiannidis (2020) 
	Quantitative method
	This research studies the significance of effective communication within the business context. Effective communication is critical for the performance and growth of the organization improving sales on horizontal, downward as well as upward communication means. 
Thus, this research collected data from 110 employees of the Greek banking insinuations uncovering those effective communications exceeded the performance of the employees and their long-term profitability.                     

	Tomasekova (2019)
	Qualitative method  
	The fashion sector’s unsustainable practices are under heavy scrutiny as well as voluntary corporate social responsibility schemes are core tools for organisations to address such issues, nevertheless, such schemes in many cases fail in terms of averting the negative effects of industry. 

		Baran, M. and Sypniewska, B. (2020)



		Quantitative method



		This study examines the impact of various management methods on employee engagement. It highlights how different management styles and techniques can either enhance or impede employee engagement within organizations.




		Cowan, D. (2017)



		Qualitative method



		This research provides strategic insights into internal communication, focusing on building employee engagement and performance. It offers practical guidance on effective communication strategies within organizations.




		Dewhurst, S. and FitzPatrick, L. (2022)



		Qualitative method



		This guide explores tools, models, and best practices for successful employee communications. It emphasizes the importance of internal communication in enhancing employee engagement and organizational performance.




		Kalogiannidis, S. (2020)



		Quantitative method



		This research highlights the critical role of effective business communication in improving employee performance. Data collected from employees in Greek banking institutions show that effective communication boosts performance and profitability.






[bookmark: _Toc171599557][bookmark: _Toc173325626]Research Objective 1: Conceptual Frameworks and Theoretical Highlights of Employee Engagement and Communication Procedures in HR Management
The studies on employee communication processes in organizations provide valuable information to support different theoretical assumptions and models. This research highlights how these attributes affect organizational outcomes, a fact that helps discover ways to improve employees’ engagement levels. 
According to the Engagement-Commitment-Performance Model, is argued that engaged employees are more committed to their organizations and hence improve their performance (Mirvis, 2012). This model is relevant in explaining how employee engagement positively impacts organizational performance. For example, Zara can respond to market trends in a short time due to high levels of employee motivation and commitment achieved through communication. 
According to Social Exchange Theory (SET), social behaviour is the value gained after factoring in the cost incurred in an exchange process (Reissner and Pagan, 2013). In the context of employee engagement SET means that if the employee is perceiving the relationship with the organization as being beneficial then the employee will also return the favor with high levels of engagement. Zara practices transparent and consistent communication, creating a positive exchange relationship with the employees, which in turn leads to higher engagement. 
The Job Demands-Resources (JD-R) Model also demonstrates the relationship between job demands and resources. Coping resources in this model are supported by communication and leadership, which reduce the negative impacts of job demands and promote engagement (Baran and Sypniewska, 2020). Consequently, through daily communication practices, where updates and available information are frequently shared, employees are given the tools to address their job requirements, enabling engagement.
[bookmark: _Toc171599558][bookmark: _Toc173325627]Research Objective 2: Challenges and Barriers Hindering Effective Communication and Employee Engagement within the Organization
The study establishes that numerous issues and impediments hamper communication and employee engagement in organizations. A major issue that needs intervention is the proper incorporation of new technology in communication. From Cowan’s article (2017), it is evident that the employees have challenges while transitioning to embracing new apps for communication and this leads to reduced engagement. While the fast and efficient adoption of new communication technologies is a feature of Zara, it may not be without drawbacks that seek to lead to the alienation of its employees who are unable to cope with new technologies being adopted in the firm. 
One other problem area is that of perceived unfairness and organizational justice where employees and organizations differ in their outlook. In their study, Ali et al. 2021 assert that although management at a cement industry organization manages to incorporate effective methods of conducting team meetings and online communication tools, certain shortcomings are still evident in elements of notice board communication and face-to-face communication. These disparities show that it is common to have disparities between the employees and the organization on what is deemed appropriate for communicating, a factor evident in Zara. 
Employee engagement levels can be categorized into three groups: receptive, including apathetic, interested, and concerned (Kalogiannidis, 2020). In a survey, disinterested employees are likely to see communication problems as major obstacles and they disappear. Skeptical workers know that these obstacles exist but they are not invincible, provided adequate staff development. Engaged employees already demonstrate the desire to find ways of getting involved regardless of whatever is blocking their path. At Zara, it is effective to know about these categories to facilitate communication to suit the needs of different targeted groups. 
[bookmark: _Toc171599559][bookmark: _Toc173325628]Research Objective 3: Strategies and Best Practices for Enhancing Employee Engagement and Communication Procedures
Based on the studies on enhancing employee engagement and communication procedures some strategies and best practices that may be recommended as follows. The first identified strategy is maintaining transparency, and clear, and concise communication practices to ensure successful communication. Dewhurst and FitzPatrick (2022) have pointed out that all these elements are critical in achieving a high level of engagement with employees. For example, establishing more information and communication, such as presenting updates on policies within the organization, sharing information about new business plans, and furthering opportunities for feedback with the employees has a considerable impact on workforce engagement.
Another best practice is utilizing team meetings and online communication tools effectively. Ali et al. (2021) highlight that despite challenges, successful management of team meetings and online communication tools can bridge the gap between employee perceptions and organizational standards. Implementing these practices at Zara can help maintain transparent and effective communication, thereby enhancing employee engagement.
Training and support for new communication technologies are crucial for overcoming the challenges identified by Cowan (2017). Providing employees with adequate training and support can help them adapt to new communication tools, reducing disengagement caused by technological barriers. Zara can benefit from investing in training programs that help employees become proficient in using new communication platforms.
Moreover, recognizing and addressing the different levels of employee engagement is vital. Kalogiannidis (2020) suggests tailoring communication strategies to meet the needs of indifferent, curious, and committed employees. For indifferent employees, addressing communication barriers head-on can help reduce disengagement. For curious employees, providing the necessary training and support can enhance their engagement. For committed employees, creating opportunities for active participation in organizational initiatives can further boost their engagement.
To ensure reliability and validity, the researcher used well-documented and consistent procedures for data collection and analysis. Secondary data sources were consistently cited and reputable (Baran and Sypniewska, 2020). The research also employed triangulation, cross-referencing data with current literature and theory to confirm findings. This rigorous approach ensures the research's reliability and validity, providing a robust foundation for the suggested strategies and best practices.
In conclusion, enhancing communication procedures within organizations like Zara can significantly boost employee engagement. By addressing the identified challenges and implementing the suggested strategies, organizations can foster a more engaged and productive workforce. The research provides valuable insights into the critical role of communication in employee engagement and offers practical solutions for overcoming barriers to effective communication.
[bookmark: _Toc171599560][bookmark: _Toc173325629]4.3: Summary
This chapter has offered an in-depth analysis of the collected data for this research. the qualitative analysis revealed the significant associations between aspects such as communications and employee engagement alongside themes. The outcomes interpreted in the context of the research questions, reliability and validity of the information were discussed in this chapter. Overall, the data analysis offered useful insights regarding the impacts of employee engagement, as well as communication procedures on organisational outcomes.


[bookmark: _Toc169257455][bookmark: _Toc173325630]Chapter 5: Conclusions, Limitations & Recommendations
[bookmark: _Toc169257456][bookmark: _Toc173325631]5.1: Introduction
The following chapter is focused on consolidating the findings of the research, underscoring the conclusions driven by each objective of the research, the overall research problem as well as the contributions this research aims to make.It will additionally address the limitations the researcher encountered during this research, recommending regions for future investigation. The synthetics offer an inclusive overview of how the outcomes of the research resonate with the primary goals as well as objectives.               
[bookmark: _Toc169257457][bookmark: _Toc173325632]5.2: Conclusions
The research initiated with the certain chef objectives, each addressed within the details analysis conducted in chapter 4. The following segment will offer a summary of the conclusions driven by each objective.
The research ensured that effective communication, as well as strong employee engagement, is associated with each other. The conceptual as well as theoretical frameworks assessed in the research suggested that regular, transparent, as well as muti-directional communication mediums nurture a culture of engagement (Byrne, 2022). Theories for example Maslow’s hierarchy of needs and the two-factor theory of Herzberg were significant aids in comprehending such dynamics.
Diverse challenges within effective communication as well as employee engagement were determined entailing cultural differences, limitations of technology as well as hierarchical structures (Kalogiannidis, 2020). Such obstacles can nurture misalignment between the expectations of management and perceptions of employees resulting towards reduced engagement and performance of employees. 
The research further underscored the diverse best practices for enhancing communication as well as engagement (Kalogiannidis, 2020). Such entails regular team meetings, using digital communications tools and nurturing an inclusive workplace culture that respects feedback from employees. Effective strategies further encompass ongoing training as well as development programs that are intended to improve the skills of communication at the diverse levels of the organization.                                       
[bookmark: _Toc169257458][bookmark: _Toc173325633]5.3: Conclusions on the research problem
The core problem addressed within the research was to conduct investigations on how employee engagement and communications influence the effectiveness of the organizations, as well as employee satisfaction with particular emphasis on leading fashion retails Zara (Truss et al., 2013). The outcomes reflect that there are significant positive associations between effective communications, increased levels of employee engagement as well as overall performance of the organization. engaged employees are also more productive, presenting higher job satisfaction, contributing towards the reduced rates of turnover and further directly enhancing the changes of organizational success.              
[bookmark: _Toc169257459][bookmark: _Toc173325634]5.4: Summary of the research findings and outcomes
The research’s chief findings highlight the imperative role of effective communications in terms of nurturing employee engagement. Chief outcomes entail: 
· Consistency as well as transparency are critical aspects enhancing the trust and loyalty of the employee (Truss et al., 2013). 
· Regular feedback machinists, as well as open mediums of communication, avoid the chances of misunderstanding as well as resonating the efforts of employees with the goals of organisations.
· Effective communications strategies are significant contributors towards positive workplace culture within an organization further serving an essential role in terms of retaining talent and ensuring the sustained success of the business.                      
[bookmark: _Toc169257460][bookmark: _Toc173325635]5.5: Original Contribution of the Research
This study aims to make certain original contributions towards the dimensions of management as well as human resources. The research offers actionable insights that can be used by managers aiming to enhance the effectiveness of their organisations with the help of optimized communication strategies. It also underscores the significance of an inclusive as well as transparent culture of communications.   
In terms of academics, this research offers scholars with inclusive analysis of the theoretical framework supporting employee engagement, as well as effective communication. It covers the gap between the practical applications as well as theoretical concepts.    
HR experts can also use the research findings to design enhanced programs for employee engagement and strategies for communication, which nurture a more engaged and productive workplace culture.       
[bookmark: _Toc169257461][bookmark: _Toc173325636]5.6: Limitations of the Research
Regardless of the contributions this research makes, it also entails many limitations.  
The research solely depended on the secondary data, which do not offer all-inclusive insights related to employee engagement, as well as communication procedures that are particular to the fashion retail Zara or any other business. 
Since this research is focused on Zara, the generalizability of the outcomes of the research is reduced. Thus, the outcomes of the research may not be entirely applicable to the other organizations operating in the fashion retail sector or any other industry. 
The nature of the research methods for this research is qualitative reflects that certain conclusions of the research are mainly interpretative and may not reflect the entire dimensions of employees' experiences through diverse settings.                 
[bookmark: _Toc169257462][bookmark: _Toc173325637]5.7: Recommendations
For further research, future research can delve into the following topics:
· Assessing the influence of communications strategies on the engagement of employees over a certain period can offer profound insights related to their sustained effectiveness.
· Comparing practices of communication and employee engagement, throughout the different sectors can help the researcher determine the best practices as well as industry-exclusive challenges.      
· Impetrating quantitative methods can offer more accurate merriments of the impacts of communications on the employee's engagement as well as the performance of the organisation.      
[bookmark: _Toc169257463][bookmark: _Toc173325638]5.8: Summary
This chapter offers an in-depth synthesis of the research findings, addressing each objective as well as the research problem. It underscored the contributions this research made towards management practices as well as HR strategies and academic understanding. This chapter discusses the limitations, offering a foundation for suggestions for further research. Overall, this chapter highlights the crucial role of effective communication in terms of nurturing employee engagement as well as optimising organisational performance. 
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	Appendix:
Question1: How clear are the HR communications you receive?
	Very clear
	20

	Clear
	10

	Neutral
	10

	Unclear
	5

	Very unclear
	5
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Question2: Do you understand your role in the company? 
	Strongly agree
	15

	Agree
	10

	Neutral
	15

	Disagree
	5

	Strongly disagree
	5
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Question 3: How long have you been working at Zara?
	Less than 1 year
	22

	1-3 years
	8

	4-6 years
	10

	More than 6 years
	10
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Question 4: How often do you get updates from HR?
	Daily
	30

	Weekly
	10

	Monthly
	5

	Rarely
	5
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Question 5: What communication channel do you prefer for receiving HR updates?
	Email
	30

	Intranet
	10

	Meetings
	5

	Mobile app
	5
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Question 6: How effective is the current communication channel in delivering HR updates?
	Very effective
	10

	Effective
	15

	Neutral
	15

	Ineffective
	5

	Very ineffective
	5
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Question 9: How often do you provide feedback to HR about their communication processes?
	Always
	20

	Often
	10

	Sometimes
	10

	Rarely
	5

	Never
	5
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Question 10: How responsive is HR to the feedback you provide?
	Very relevant
	10

	Relevant
	10

	Neutral
	20

	Irrelevant
	5

	Very irrelevant
	5


[image: ]
Question 11: Is the frequency of HR communication enough for your needs?
	Strongly agree
	15

	Agree
	10

	Neutral
	20

	Disagree
	3

	Strongly disagree
	2
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Question 12: Do you receive the HR communication on time? 
	Strongly agree
	20

	Agree
	10

	Neutral
	5

	Disagree
	15

	Strongly disagree
	0
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Question 13: How comprehensive is the information in HR communications?
	Very comprehensive
	10

	Comprehensive
	20

	Neutral
	15

	Incomplete
	2

	Very incomplete
	3
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Question14: How effective do you find HR communication content?   
	Very useful
	15

	Useful
	10

	Neutral
	10

	Not useful
	10

	Not at all useful
	5
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Question 15: How well does HR communicate about training and development opportunities?
	Very well
	10

	Well
	20

	Neutral
	10

	Poorly
	5

	Very poorly
	5
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Question 16: How often do you participate in training and development programs communicated by HR?
	Always
	20

	Often
	10

	Sometimes
	10

	Rarely
	5

	Never
	5
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Question 17:  How clear are the communications about company policies and actions?
	Very clear
	10

	Clear
	15

	Neutral
	5

	Unclear
	10

	Very unclear
	10



[image: ]
Question 18: How often do you need clarification on policies and procedures after receiving communication from HR?
	Always
	20

	Often
	10

	Sometimes
	10

	Rarely
	5

	Never
	5
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Question 19: How well does your HR communicate about Zara’s culture?
	Very well
	10

	Well
	20

	Neutral
	5

	Poorly
	10

	Very poorly
	5
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Question 20: How much do HR communications contribute to your understanding of Zara's mission and values?
	A great deal
	20

	A lot
	5

	Neutral
	10

	A little
	10

	Not at all
	5
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Question 21: How much satisfied are you with the HR communication regarding your job role?
	Very satisfied
	10

	Satisfied
	5

	Neutral
	10

	Dissatisfied
	20

	Very dissatisfied
	5
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Question 22: How does HR communication impact your job satisfaction?
	Very positively
	10

	Positively
	15

	Neutral
	10

	Negatively
	5

	Very dissatisfied
	10
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Question 23: How effective is HR in communicating about conflict resolution procedures?
	Very effective
	20

	Effective
	15

	Neutral
	5

	Ineffective
	5

	Very ineffective
	5
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Question 24:  How comfortable do you feel approaching HR with workplace issues?
	Very comfortable
	10

	comfortable
	15

	Neutral
	15

	Uncomfortable
	4

	Very Uncomfortable
	1
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Question 25: How effective is the technology used by HR for communication?
	Very effective
	8

	Effective
	12

	Neutral
	10

	Ineffective
	15

	Very ineffective
	5
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Question 26: How user-friendly are the communication platforms provided by HR?
	Very user-friendly
	10

	User-friendly
	15

	Neutral
	5

	Difficult to use
	8

	Very difficult to use
	2
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Question 27: How does HR contribute during the organizational changes?
	Very well
	10

	Well
	20

	Neutral
	5

	Poorly
	10

	Very poorly
	5
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Question 28: How informed do you feel about changes in the organization through HR communication?
	Very well
	20

	Well
	10

	Neutral
	10

	Poorly
	5

	Very poorly
	5
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Question 29: How well does HR communicate about employee recognition programs?
	Very well
	10

	Well
	10

	Neutral
	20

	Poorly
	5

	Very poorly
	5
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Question 30: How often do you receive recognition from HR for your achievements?
	Always
	20

	Often
	10

	Sometimes
	10

	Rarely
	5

	Never
	5
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Question 31: How clear is the communication about employee benefits?
	Very clear
	15

	Clear
	10

	Neutral
	10

	Unclear
	5

	Very unclear
	5
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Question 32: How often do you need additional information about benefits after receiving communication from HR?
	Always
	20

	Often
	10

	Sometimes
	10

	Rarely
	5

	Never
	5
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Question 33: How well does HR communicate about work-life balance initiatives?
	Always
	20

	Often
	5

	Sometimes
	15

	Rarely
	5

	Never
	5
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Question 34: How much support do you feel by HR in managing a work-life balance?
	Very supported
	15

	Supported
	10

	Neutral
	10

	Unsupported
	5

	Very unsupported
	15
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Question 35: How clear is the communication about the performance review process?
	Very clear
	10

	Clear
	10

	Neutral
	10

	Unclear
	10

	Very unclear
	10



[image: ]
Question 36: How often do you receive constructive feedback through performance reviews communicated by HR?
	Always
	20

	Often
	10

	Sometimes
	10

	Rarely
	5

	Never
	5
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Question 37: How well does HR communicate about career advancement opportunities?
	Very well
	20

	Well
	10

	Neutral
	15

	Poorly
	3

	Very poorly
	2
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Question 38: How often do you feel informed about potential career paths within Zara?
	Always
	20

	Often
	10

	Sometimes
	10

	Rarely
	5

	Never
	5
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Question 39: Overall, how satisfied are you with the HR communication processes at Zara?
	Very satisfied
	10

	Satisfied
	10

	Neutral
	20

	Dissatisfied
	10
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Question 40: How likely are you to recommend Zara's HR communication processes to a colleague?
	Very likely 
	10

	Likely
	20

	Unlike
	10

	Dissatisfied
	10
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