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A B S T R A C T

Research questions: 
Build on the works before, the current research is asking: 

Why the effectiveness of communication is essential for the management of employee relationships and the work environment?

1. Why is the importance of employment relationships and work environment significantly increasing?   
2. Why is the team leader's role critical for maintaining good relations and the wellbeing of the team members?    
3. What is the role of corporate communication in improving employee relationships and the working environment? How can trust, engagement, motivation, and company culture be driven by effective corporate communication? 
4. How does the effectiveness of communication impact employee relationships and work environment? 
5. How can HRM improve communication between management and employees? 
6. What are the trends in the expectations and requirements of the employees and management? 


Objectives:

· To determine the components of the employment relationships and to determine how they can be improved. 
· To identify the components of positive working environment and employee wellbeing.
· To explain the roles of management and employees to maintain the employment relationship and work environment. 
· To assess corporate communication as a tool for improving employment relationships and work environment for employee wellbeing.
· To determine the role of HRM in improving employment relationships and work environment through internal corporate communication
· To make recommendations that enhance employee relationships and wellbeing in order to improve productivity and company culture.
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Literature review

1.Introduction

In nowadays, the biggest management challenge is to achieve the highest possible organizational performance through its employee's performance. It is well-known that human resource importance, respectively HRM importance, is constantly increasing. At the same time, people are getting more and more sensitive and have higher personal requirements and expectations from their work, so management of human capital should be viewed as a sensitive part of management, responsible for achieving the best employee performance. Of course, it means that the focus of any HR strategy should be employment relationships and employee wellbeing. "A positive employee relations climate and high levels of employee engagement have the potential to bring better business outcomes as well as better health and wellbeing for employees". (CIPD, 2021).
The purpose of the current research is to review the employment relationships and employee wellbeing in the context of their importance for managing people within the organisation and to ascertain how they can be improved through corporate communication.  Dynamic of both factors – external and internal, impacting the environment and relationships in the workplaces, creates a need for continuous monitoring of these factors with purpose not only to react to their negative impact but to reduce and even to prevent this impact.  The role of communication in all these processes attracts the attention of the professionals on improving the communication. In other words, the main problem of this paper is to investigate which are the critical areas and points of communication that need to be improved for achieving prosperous levels of employee relationships and work climate. The chapter includes a critical review of the existing literature and research related to employee relationships and workplace environment and communication between the parties in the organizations. Reviewing the existing literature aims to gain a developed understanding of employee relationships and employee wellbeing and specify their components which is the starting point in looking for ways for their improvement.  Then, to assess critically the internal communication as the most powerful tool of HRM for setting and maintaining employee relations and a good work environment. This takes into different sources like books, academic journals, blogs, studies, etc.  Critical analysing the existing literature will give a clear picture of what are the gaps in the knowledge and what area of communication can be improved for building high trusted organisation and achieving higher levels of employee engagement and motivation and organisation culture which leads to good employment relationships and work environment.      
         
 2. Concept of employment relationships 

 2.1 Meaning 
There was much research done concerning identifying what are the components of employment relationships and how they impact an organisation's abilities to achieve the best possible employee performance.  
 "The employment relationship is the connection between employees and employers through which individuals sell their labour" (John W. Budd, 2010).  Armstrong describes them as people's experience during their employment which refers to the effect of "management practices such as providing leadership, exercising control, performance management, concern for employee wellbeing and dealing with employment problems." (2020, p.852). Employment relationships go beyond these definitions. Modern vision covers a much wider area of employment relationships. Individuals also sell their willingness to exceed the contracted obligations, dedication to give their best, experience sharing, presence in the company, and in return, they expect not only rewards but also respect, recognition, opportunities for growth. 

2.2 Importance

Employee relationships are extremely important for performance to both – organisation and individuals but also for their aligning. “Qualitative measures at organizational level refer to the extent to which values in the following areas have been upheld care for the environment, care and consideration for people, competence, competitiveness, customer service, innovation, quality, and teamwork. For individuals, the main qualitative measure is the extent to which their behaviour meets the standards set out in the organization’s competency framework or agreed with their manager”, (Armstrong, 2020, p.703).  Good relationships make people feel open and exceed their obligations. 

2.3 Components

There are two main approaches of employment relationships: legal/contractual and psychological contract.  The legal contract refers to employment contract and it consists of setting written terms of the employment – working time, rewarding, duties, rights, and responsibilities, etc.  The psychological contract in about unwritten relations where both sides care about each other but also expect the same from the other side. "The problem is compounded by the multiplicity of factors that influence the contract – the culture of the organization, the prevailing management style, the values (espoused and practised) of top management, the existence or non-existence of a climate of trust, day-to-day interactions between employees and line managers, and the HR policies and practices of the business." (Armstrong, 2020, p. 856).  He also cites Guest (1996, p. 863): "A positive psychological contract is worth taking seriously because it is strongly linked to a higher commitment to the organization, higher employee satisfaction, and better employment relations.” A psychological contract requires special attention because there is no strongly defined list of its elements as they are specific depending on the employment structure, nature of business, level of company culture, etc. Nevertheless, it always gives outcomes related to employee willingness to give their best, to go beyond their written contract, to support their colleagues.
 Challenge for HRM is to achieve the highest possible level of employee engagement and commitment. "As employees' attention has shifted increasingly from collective to individual relationships, employee engagement has become a key part of the employment relationship." (CIPD, 2020).  
Employee’s engagement includes “three overlapping elements:  commitment, and organisational citizenship (Armstrong,2020, p. 462).
In Oxford dictionary motivation is defined as "the reason why somebody does something or behaves in a practical way". 
 Motivation is conditioned by people's needs. There are many motivation management theories.  The most popular motivation theory is Maslow's hierarchy of needs theory which shows the human needs in the pyramid-shaped hierarchy structure of 5 stages of needs, which are: 
1.	Physical - the bottom level of needs/food, water, oxygen/ which are correlated to a salary 
2.	Safety – people have a need to feel safe which reflects a feeling of job security and safety in the work environment. 
3.	Social – need of belonging to a group. 
4.	Ego – this need refers to the feeling of recognition and respect at the workplace. 
5.	Self-fulfilment or self-actualization – this need refers to personal growth. 
The theory states that once each need is satisfied, people move on pursuing the needs on the next level, so unsatisfied need works as a motivator. This is valid for people's behaviour and expectations at the workplace as well. The self-realization needs continuously develop, so cannot be fully satisfied.      
There are many more motivation theories known but all of them prove that motivation at work is based on people's needs and this explains the importance of a good understanding of human needs and behaviour for creating good relations and atmosphere at the workplace. In the context of HRM good understanding of motivation is fundamental. Current research looks at motivators as tools for increasing employee engagement. 
Organisational commitment is one more driver of employee engagement.  It "refers to attachment and loyalty." (Armstrong, 2020, p.447).  He also highlights the difference between commitment and engagement explaining that commitment is an element of engagement. This means that developing the concept of commitment is very beneficial for enhancing engagement.  Organizational citizenship is defined as follows "employee behaviour that goes above and beyond the call of duty and contributes to organizational effectiveness." (Armstrong, 2020, p. 463).  It is extremely beneficial for employees' relationships and improving the team success because commitment makes people help each other and feel happy not only for their own success but also for the success of the colleagues and company. 
Main factors for enhancing organisational engagement are high involvement, employee voice, and work environment. (Armstrong, 2020, p.471). "It is possible to achieve organisational success without involving the workforce in the decision making but when employees have a voice, it increases chances for sustained success” (Torrington, Hall, Taylor and Atkinson, 2014, p.335). Involving people in management activities and listening to their voice makes them feel recognised and confident. 

 Therefore, the concept of employment relationships is non-static. Maintaining good relationships in their dynamic requires continuous observing the changes of the factors influencing them for both parties.   It causes need of updating the knowledge and ensuring understanding of expectations and requirements of each party from the other party.  Improving the employee relationships demands expanding the existing knowledge with tends of their development. In addition, for their improvement, there is a need for further investigation of the way that management practices influence employee relationships.


3. Working environment and employee wellbeing

3.1 Meaning 
Work environment is the other hot point in the existing professional research because directly impacts employee wellbeing and employee relationships. It is employer's responsibility to ensure a good work environment. According to Armstrong: "The work environment consists of the system of work, the design of jobs, working conditions, and the ways in which people are treated at work by their managers and co-workers." (2012, p.976).  In similarity with employment relationships, it is one more term that cannot be considered as a static concept. People's needs for wellbeing develop as well. For example, after the Covid-19 pandemic, back to work process itself and the highest hygiene and safety measures cause higher levels of stress. Security and health are basic needs and that is why here should be mentioned that the pandemic made people more sensitive than ever. 

3.2. Importance
"A focus on employee health and wellbeing should be a core element of any HR strategy and central to the way an organisation operates. It should not simply consist of one-off initiatives." (CIPD, 2021).  Employee's wellbeing is the other crucial factor for successful HRM and its responsibility at the same time. All studies related to employee wellbeing prove its positive impact on people's behaviour at work, motivation, and engagement.  "Our research has shown that engagement and wellbeing are reciprocal -- each influences the future state of the other. They are also additive -- each makes a unique but complementary contribution to the thoughts, feelings, behaviours, and performance outcomes of employees. When they work together, they are a super-charger for a thriving, productive workplace. For instance, when employees are engaged and thriving at work, burnout decreases and productivity improves." (Wigers, B. Agrawal, S., Barry, K. and Maese, E., 2020).
An article of International Labour Organisation states that "Working conditions are at the core of paid work and employment relationships. Working conditions cover a broad range of topics and issues, from working time (hours of work, rest periods, and work schedules) to remuneration, as well as the physical conditions and mental demands that exist in the workplace". (2021).  
The way people are treated directly depends on company culture. It is very important people to be treated fairly and with respect. This is vital for creating a trust of employees and increases their confidence, respectively – commitment and engagement. Treating people fairly and in respect is a fundamental principle of HRM and is critical of managing diversity and improving employee relationships.

3.3 Elements of Wellbeing
According to Armstrong (2020, p.902) wellbeing at workplace is influenced by factors like:
Work environment – good environment causes physical and mental wellbeing. HRM must provide good work conditions and additional facilities like (sports, social, children facilities, etc.). 
Job design - Job design is "the process of establishing employees' roles and responsibilities and the systems and procedures that they should use or follow" (CIPD, 2021). Proper job design creates good basis for employment engagement, motivation and satisfaction and effective future communication. It is because job design gives the employees a good understanding of the expectation from their work and how their job fits the organisation's purpose. CIPD explains that there are fundamental principles of effectiveness of job design which are business purpose, health and safety, people capability, quality, speed, productivity, sustainability, quality of work life. (2021).  In other words, measures for effectiveness of communication through job design must be a good understanding of tasks/ maximised safety and wellbeing, minimised risk of potential mistakes and optimal conditions for best work outcomes, ensure reasonable time for completing the jobs, and "Jobs should incorporate sufficient flexibility, breadth and challenge to ensure individuals are engaged and motivated, and not under excessive or prolonged stress, and have opportunities to develop." (CIPD, 2021) 
Relations with managers – special attention requires the relationship between line manager/supervisor and team member. It is the most regular and first contact and line managers is in the best position to recognise the first symptoms of any worsening of work conditions or factors influencing them.  Aimed to ensure people's wellbeing, it is substantial for line managers to be given responsibility for health and safety and to be trained in managing stress and leadership skills. 
Relations with colleagues – encourage socialising at work. It is beneficial when individuals feel their colleagues as friends because creates feelings and higher level of trust between them. 
Work-life balance is extremely important for reducing stress. "Over the past 25 years, technology has been the major driver of workplace changes — redefining where and how we work. These trends were the first major step in blurring the boundaries between work and life." – Metlife, 2019. A good way to enable work-life balance is an option for work flexibility (number of hours, working times, working from home or hybrid working etc.) and introducing friend and family policies and children's facilities.  Research of CIPD has proved that "Using work-life balance support mechanisms can improve the health and well-being of staff" (2019).  Research of this area must be expanded with exploring the changes in requirements of employees (examples about this is an increase of remote/ hybrid work). 
Financial wellbeing – Financial worries have a negative impact on health and respectively can affect employee's performance. (CIPD, 2021). 
Stress – keeping low levels of stress is extremely important. Stress can be caused by any of the other factors and management needs to ensure it reducing. To manage stress, modern companies introduce Employee Assistance Programmes which help individuals to deal with stress and stress-related problems. Currie mentioned that "it has been estimated that around 100 million working days are lost annually through stress-related factors, such as sickness absence and reduced work performance". (Currie, 2009, p.230).  

Happy employees are not always engaged. Survey conducted by the American Psychological Association in 2012, found that 67 percent of workers remain to stay with their current employers because they enjoy the work they do and the same per cent – because this job fits other aspects of their life. Even if so, happy workers are more productive and for positive relationships management must ensure people's wellbeing and happiness at work. Of course, it includes dealing with conflicts. Easy and optimised communication processes play a key role in resolving conflicts. 
This generates need for continuous monitoring and developing knowledge about the employees' demands related to their wellbeing. The fast-changing external environment additionally causes internal changes, and the adapting process sometimes causes difficulties, even concussions in the operations and work environment. For example, fast development of technologies in the last decades is a reason for many changes – people are replaced by machines and technical devices, use of new software, artificial intelligence etc. This led to many changes in the employment structure - some positions have emerged, some obligations moved from one to another job description, new skills, and competencies requirements etc. What was stated above for employment relationships is valid for work environment in its wholeness. The best way for its maintaining is to reduce or prevent the negative impact of changes if possible or if it is not possible to prepare the employees in advance for them and to avoid any difficulties. 

4. Assessment of corporate communication as a tool for improving employment relationships and work environment for employee wellbeing.

Communication within the organisation plays a vital role for all processes, covers all areas of organisational life, and involves all members of the staff. Communication has a central role in creating an environment where employees are engaged, respectively maintaining good relationships and high levels of trust and company culture. "Good employee communication enables employees to stay to their workplace, understand their organisation's purpose and strategy, identify with its values, and develop a sense of belonging by understanding how they contribute to its wider purpose." (CIPD, 2020).

4.1. Areas of communication
Armstrong defines three areas of communication: managerial, internal, and external relations.  All of them have are influencers of employee's engagement and opposite, employee engagement is a factor for the effectiveness of the corporate communication. 
Managerial – this area covers downward communication about policies and budgets, direct instruction, addressed to managers and supervisors and upward communication from people responsible for their implementation. Purpose of this communication is to inform managers/supervisors what are the expectations from their jobs and how to motivate their team members and to give the higher management levels information needed for monitoring and control of operations and people performance.
Internal – it is downward and upward communication between people within the company, aimed to give all the information needed to employees about their jobs and responsibility, company goals and policies and giving information to the management about how employees react to this information and their performance. For success of management, it is essential to ensure all the employees are provided with all the information related to their jobs on time and given chance to voice.  
External – it is related to information coming from outside the organisation and information from organisation addressed to the public. Through external communication organisations are kept aware about the external environment and its factors and introduce the company and company products/services to the public. 
All listed areas of communication are influencers of employee behaviour.  Very important is the impact of company reputation and social performance. People feel proud to work for companies with high reputation and this immediately increases employment commitment, respectively their engagement and makes them be opened and enthusiastic in their performance.  
The strongest impact of people's behaviour has internal communication because it is direct communication between all staff at all levels.   It covers all the aspects of employee journey in the organisation – from recruitment to leaving. Efficient downward communication is important because it is vital for implementing changes, raise commitment and creates high trusted organisation.  It requires clear information, provided regularly, relevant, on time. Upward internal communication gives good information about how changes are accepted and what are employees' reactions needed for monitoring and control and further improvement of management.  (Armstrong, 2020).

4.2 Methods 
There are various methods of communication. Armstrong lists the following methods:
Face-to-face communication – is the most common method.  Manner of face-to-face communicating is very important because this type of communication can be the most problematic. "The quality, accuracy and acceptability of the information depend largely on the skill of the managers or team leaders involved and, on their commitment, to doing it well."  Big advantage of face-to-face communication is that verbal communication is supported by non-verbal one. Sometimes intonation and body language speak more eloquent than words. Dialogues are easier because speaker receives information about the reaction of the other party at the time of speaking.  One of the areas of communication that can be developed is to train managers/team leaders in non-verbal communicating. 
Intranet – it is a very suitable method for sharing information between workers who have access to computers. The main advantage of the internet is that the communication process is fast and doesn't require physical closeness. 
Social media – Positives of this method are that it provides more interaction. This method benefits with: "enabling employee interaction and a sense of belonging, quickly resolving operational issues, especially across a dispersed workforce, encouraging teams or departments to collaborate, giving employees greater voice, gaining insight into issues that affect employees and their work" (2020).
Team briefing- this method enables communication to involve all staff which lets the communication overcome the communication interpersonal communication. 

Notice boards - most obvious communication, suitable to attract to the key points. To be useful the information on the notice boards must be up to date. It is suitable to highlight information related to daily or short-term tasks and must be updated regularly. 

Magazines, newsletters, and bulletins – they inform the employees about all aspects of organisational life. Usually, they are not designed only for employees so cannot be used for everyday communication. 

All methods have their advantages and dangers. The suitability of each depends on the size and specifics of the organisation. In assessing the role of communication for proving employee wellbeing and employee relationships, I would like to mention that when using some methods like face-to-face communication, team briefings, social media, it is important for managers/line managers to be provided with good training on how to communicate because the way of communicating indicates the level of culture and works as a sample for team members. Management must set a communication system including the best combination of methods, forms and channels.  



4.3. Effective management through communication

The significance of internal communication requires its evaluation and development. In his article Krut, M. suggests 5 key questions for an internal communication audit (2021). They are: 
Are you getting the information you need when you need it?
How would you evaluate the communication that you receive?
What sources of information do you prefer?
What and when do you want to know?
Within internal resources and channels, how easy is it for you to find the information you need?


Communication is two-way flow of information and measure for its effectiveness can be completeness and timeliness of speaker and level of understanding of receiver of information. Keller highlights the fact that both sides must meet the expectations of the other side and aimed to enable this, the expectations need to be clear. (2014).  "Communication differs depending on education, culture, and other factors." (Keller, 2014).  He also explains the process of improving employee relationships by providing employees with clear instructions and well-defined expectations and timely feedback. If this feedback includes information about any misleading instructions or barriers, then the management must provide quick resolution. 


Communication processes are mostly management responsibility, but the modern approach requires enabling of people's voice which also stands in the centre of   Human resource management in the context of its function to connect the management with employees. HRM strategies must work for improving the communication between them and in this point, to implement strategies including opportunities for people to voice. "Employee voice is key to ensuring that ideas and knowledge from across the workplace can be harnessed to drive innovation in product design, service delivery and improvement to working practices”. CIPD. This is another mechanism for improving employment relationships and work environment through internal communication. If people believe that their opinion matters, they feel recognised and respected for their job. This also creates satisfaction and provokes them to be initiative. Listening to people's voices reflects their engagement, generates trust and a feeling of belonging and at the same time helps the employees to see their future in the organisation.  Practice shows that very often the best ideas for optimisation of working operations come from people involved in these operations. 

 Running a business is a continuous process of changes. "For any change that affects employees, communication is key." (Keller, 2014).  Adopting any change (in the organisation structure, processes, policies, job duties, communicating changes should be oriented to gaining acceptance for change. (Keller. 2014). According to the same book, communication is more than simply informing people about the policies, procedures, and tasks. Aimed to maintain positive relations and a good environment, managers must explain to employees the reasons for these rules. Torrington, Hall, Taylor and Atkinson state that employees can meet difficulties in being enthusiastic in following a policy or procedure if they do not know why they are being asked to do so. "The effective management of change is especially enhanced by employee involvement because people are always happier to support what they helped to create" (Torrington, Hall, Taylor, and Atkinson, 2014, p. 335). Employees, like all people, react to changes — some may view a particular change as positive, while others may view it as negative. A change in organisational processes and procedures, work environment or roles can create stress for the employees. Through communication, HR can help employees through a change, no matter how big or small, from new paycheck designs to mass layoffs. (Keller, 2014).
Special attention requires handling the conflicts. Conflict resolving is important for improving trust and employee relationships.  Conflict can be related to work issues or disagreement between individuals and can provoke wide-ranging behaviour, even harassment. (CIPD, 2021). Often in the practice are met cases when the real problem is not in the apparent conflict but is much deeper and long-lasting. It is very important the real problem to be found out because the hidden conflict escalates. Always conflicts cost. Unresolved conflict can cause an impact on the following areas: time spent, absent levels (stress and wellbeing), employee attrition, levels of employee motivation and engagement, productivity, reputation, customer experience, legal costs, financial costs, and settlement agreement (Liddle, 2017).  Resolving the conflicts is a critical process because its consequences reflect employee engagement, trust, employee relationships, and not only. Often conflict occurs where management expectations and directions are not clear or full for employees and its occurrence indicates these management oversights, so handling of this kind of conflict benefits the management improvement. Even if so, an indicator for high performance of management is preventing the conflicts rather than their solving. CIPD (2021) suggests using performance management for preventing conflicts and encourage informal ways for their resolving. 

Armstrong explains the importance of communication with three reasons. (2012). They are: 
First, Communication is vital for any change management programme. Second, "commitment to the organization will be enhanced if employees know what the organization has achieved or is trying to achieve and how this benefits them". Third, effective communication generates trust as organizations take the trouble to explain what they are doing and why. 

"Employee communication strategy must reflect what information the management wants to say to employees and what employees want to hear". (Armstrong. 2020).  

An online article suggests keeping of following principles for effective communication: 

“The communication must be transparent and precise for a warm relationship among employees.
The employees must be very clear about what is being expected from them. Don't change statements quite often
Think twice before you speak. Avoid using foul words against anyone at the workplace as it spoils the ambience of the office and leads to several disputes among individuals. 

Important information should be passed on in the presence of each employee for better clarity.

Depend more on written modes of communication as they are more reliable as compared to verbal communication." (Junais, 2013)



Starting communication point for employees is on onboarding stage. Management must consider this very carefully because new starter must be well informed about company policies and procedures, his job description, etc. Furthermore, communication due to recruitment and induction creates a vision about company culture and sets the base for the future manner of communication. Communication covers all aspects of an individual's life in the company during employment.  Keller defines performance evaluation as a key area of employee communication. (2014).  Employees need to feel recognised, and this can be achieved by regular fair performance assessments. Exit interview is one more communication point. This gives management a good vision about how people feel in the company and to find out if they need more. 

Also, the last decades are characterised by fast development of new technologies that led to many changes in the operational processes, respectively – employment structure and new methods of communication (technical devices, intranet, social media, new software, etc). Many operations are fulfilled by software or optimised by technical devices. As a result, some positions have been merged and obligations transferred from one to another role. Brexit led to many changes especially in some industries like hospitality. Covid-19 pandemic increased the needs for working flexibility – many people prefer hybrid style or working from home. All of this influence the work environment, employment relationships and reflect on the communication processes. Current research includes exploring the innovation opportunities to improve the effectiveness of communication (nonverbal, online platforms, etc.)

5. Roles of management and employees to maintain the employment relationship and work environment. 

As mentioned, management of employment relationships and work environment is primary managers responsibility but also it is impossible to be achieved without employees. People’s engagement is crucial for positive relationships and environment but also, it is viewed as a positive 
"Managers are the front line of communicating with employees. They need to understand the importance of communicating and listening, have the right skills, and be willing to have conversations with their staff." (CIPD, 2020). 
Employees in their capacity of other party of communication have also their role for maintaining good relationships and work environment. They must be aware of organisational goals and strategy and to realise very clearly how their work benefits the organisation and how they are fitted in the organisation.  In modern organisations, employees are not treated just like machinery – their opinion is respected, and they are expected to give real feedback to the management about the fulfilment of the tasks. 
Many authors have determined the role of team leader as critical for creating and maintaining good relationships and work environment. Team leader/ supervisor is the primary day-to-day contact person for team members "It's been said that employees don't leave their companies, they leave their supervisors.  If a supervisor favours some employees or doesn't treat everyone fairly, the organization may pay for this in lost productivity, turnover, or even lawsuits. A supervisor's demeanour and even body language will communicate the leader's attitude toward each employee in the department. Supervisors require a number of skills and attribute to be successful leaders, ranging from giving positive feedback to assigning priorities." (Keller, 2014). Also, the attitude of team leader is a sample for team members. 
Team leader plays a key role in resolving the conflicts as well. Usually, he knows his team members very well and can take into account their individual characteristics. Fairness in handling conflicts and treating people is a fundament for building trust. Conflicts occur and mistakes happen in every working place but the way they are being resolved is an indicator of company culture.
" Positive attitudes make them happier, more productive, and more successful. The good news is that supervisors can choose which attitude to show. Remaining positive rather than falling victim to pessimistic comments is essential to reaching goals, maintaining a good outlook on life, and getting along with others." (Keller, 2014).  Supervisors /line managers are close to their team, and this gives them the most opportunities for encouraging engagement. Thus, gaining employee engagement is included as part of his responsibility and checked on their performance appraisal.  
The role of HRM is distinctive. Aimed to align employee behaviour and company objectives, HRM must ensure social interaction and relationships and generates shared vision about mission, objectives, and culture. “In the light of our results, we argue that diverse cognitive styles are useful for transmissions of HRM strategy, cognitive styles are useful for transmission of HRM strategy, considering the variety of communication media available; written, oral, and electronic channels can be used to communicate HR strategy."(Natalia García-Carbonell , Fernando Martín-Alcázar , Gonzalo Sanchez-Gardey , 2018).
Communication refers not only to delivery of data but also the receiving and treatment of information and the design and management of messages. And it means that “all involved agents – (top managers, line managers, and supervisors) – must be able to act as "communicators" during the communication process”. (Natalia García-Carbonell , Fernando Martín-Alcázar , Gonzalo Sanchez-Gardey , 2018 ). That is why the managers involved in HR activities must be selected carefully and they to be provided with relevant training. 
Because of constantly increasing importance of the employment relationships and employee well-being, their exploring has been a theme of many more studies done and investigated how employees feel at the workplace, what they expect from their employers, level of people’s engagement, do they trust to the management and some of these studies also will be used as a source of data for the current research.
Therefore, ensuring a good work atmosphere and employee relations is a continuous process requiring much attention of management. HR professionals must be dedicated to improving internal communication and achieving the highest possible level of individual's engagement. Dynamic factors influencing people's behaviour at the workplace requires their continuous investigation. 
Innovating approach for managing people in the organisation is to train them to think like owners, not like employees, implemented by Tesla. This works as a powerful driver of satisfaction and guarantees a high level of commitment and a sense of belonging.
All studies and existing research show that for building and maintaining positive employee relationships it is essential to ensure the best possible communication at all levels and at all times. Fast-changing environment requires optimised and intensive communication. 
Also, people are different, and they do not behave the same way in the same situations. The success of HRM needs to implement and develop practices that ensure individual approach to each member of the employment structure and to ensure hearing of employee's voice. Modern frameworks for managing people are focused on individuals, not on groups. Also, communication goes beyond the information two-way flow limited to the informational needs for direct fulfilment of the task. Communication is a management tool to help people to create trust and a feeling of belonging through transparency and listening to employees' voice and employees reply – to give their best for the organisation, as further as possible from contractual duties. 

Employee relationships and work environment are mutually dependent on and can reinforce each other.  HRM through the communication processes must be oriented to their improvement and this requires further investigation of drivers of engagement, motivators, commitment, and trust. Current research includes collecting information about changed expectations and ways for communication in all the aspects – time, points, methods, principles aimed to find additional opportunities for improvement work environment and employee relationships. 

6. Conceptual framework

Literature review has shown developed knowledge about the nature of relationships and environment in the organisations, internal communication, factors influencing them and the links and interdependencies between them. Factors like employee high motivation, engagement, trust, company culture and level of "socialising" of employees are favourable for communications and relationships and climate at workplaces and on the other hand, are outcomes from them. At the same time, the assessment of the literature identified needs to expand the knowledge about the areas of exceeding the terms employment relationships and continuously exploring their drivers in their dynamic.  Moreover, there is an additional need of examining not only how the management practices reflect them but how they can be used for improving the management practices and strategies.  The traditional model of management is mostly oriented to downward communication and upward communication limited to reporting and employees' feedback but in parallel of increasing the employee participating in the decision making, the upward communication is expanded. Furthermore, it will be very beneficial to optimise the communication between the management of different departments in the big organisations.  Further research is required for finding ways for enhancing employee activism and encouraging their presence in the organisation's life. 
7. Conclusion 
To conclude, I would say that the efficiency of modern HRM refers to the achievement of the maximum possible participation of employees in organisational activities. The innovation approach of HRM refers to involve people in the organisational life to the level where they feel they are part of something bigger and to give them growth opportunities. "Because thriving, happy employees are better employees — they are more engaged in their work, more loyal to their employers, and more meaningfully contribute to their organizations' goals." (MetLife, 2019). 

The paper will contribute to the existing knowledge by further exploring the opportunities for improving employee relations and work atmosphere from both points of view – managers and employees. The expanded meaning of terms relationships and environment at the workplace is explored in parallel with extended importance of upward communication which will work for aligning company and individual objectives.  Research includes findings of opportunities for improving corporate communication. Recommendations for enhancing the employment relationships and work environment will be given as well.








METHODOLOGY

1.Introduction

Current research aims to develop knowledge about the expanded meaning of relationships and environment at workplaces and to find out more advanced ways for their improvement through the corporate communication. For achieving this and answering the research questions, there were investigated some problems like: 
             What are the trends of changes of expectations of the organisation from its employees and employees’ expectations from work?
             What areas of communication need to be improved in relation to achieve better relationships and environment at workplace?           
	How management, employees and HRM can benefit relationships and environment at workplaces through communicating? 
Answering these questions requires collection of data about the levels of different characteristics of employee relationships and workplace climate. Observing the trends of changes in the factors impacting them demands advanced information related to people’s priorities and requirements in parallel with organisation’s expectations. By measuring these levels researcher will be able to identify which factors must be prevented, monitored, regulated. It is also needed to obtain ideas and opinions of individuals about what they would like to be improved and which areas, methods and forms of communication can contribute this improvement. 
The research was focused on hospitality. The industry is the one of the most affected by Brexit and Covid-19 pandemic. In 2016 European migrants formed 45% of tourism and hospitality workforce.  (Lock, S, 2020)
Covid-19 pandemic caused serious financial difficulties for the industry and as a result many employees were put on redundance. Consequences of pandemic reflecting to the stronger measures for health and safety and the restriction affecting tourism and travelling cause additional limitation for the industry. 
Current chapter is designed to explain research methodology implemented for the researching process and to justify the researcher choices. 
 
2. Research strategy

The starting point of the current research was collecting the secondary data. Data was gathered by different sources as mentioned above and was summarised in order to be used on the next stage of research. On a next stage, were designed the survey and interview script questions.  Next step was considering sample group.  After the questions designing and respondents targeted, was started arranging conversations with the potential respondents related to giving them full information about the purpose of the research and to agree times for interviews.  Conducting the interviews and surveys took two weeks. Then, the results were summarised and analysed. Based on the review of results, were done the recommendations for improving employment relationships and working environment through effective communication and some ideas for further research. At the end was written the conclusion of this paper.

3. Research philosophy

It is inductive research related to modern approach of managing employment relationships and work environment.  It was done following the popular tool for designing the research project “research onion”.  Research onion was developed by Saunders in 2007 and recently has wide application in academical research.  This is a research framework which consists of six “onion” layers corresponding to the six stages of designing research methodology where each stage progression corresponds to peeling of layer of onion and one stage needs to be covered before to move to next one and every following stage is more detailed. “As you work from the outside of the onion inwards, you’ll face a range of choices that progress from high-level and philosophical to tactical and practical in nature.” (Crossley, J, Jansen, D, 2021).
Current research combined interpretivism and pragmatism prospects is pragmatism as the researcher took the respondents opinions as well as analysing of data collected and is oriented to practical prospect. 
Interpretivism is related to the summarising the secondary, mostly qualitative data collected. Idea of the researcher is to evaluate subjective vision of sample group. 
A pragmatic approach was needed for obtaining respondents opinions and enables consideration from different points of view for addressing the main problems of this research. “Pragmatics “recognise that there are many different ways of interpreting the world and undertaking research, that no single point of view can ever give the entire picture and that there may be multiple realities.”. (John Dudovskiy).  A pragmatic multi-method strategy will deliver in-debt understanding of the expanded areas of employment relationships and work environment. Big advantage of pragmatical approach is that it prevents influencing the researcher opinion.

 

4. Research approach

In order to address the data needs of the current research and to meet the objectives was used a combination of two types of research methodology – primary and secondary research. 

4.1 Secondary research

Secondary research refers to relevant data collected before. It is usually done by professionals and provides big volume of data which can suits aims of current research. One of the biggest disadvantages of secondary data is that is collected in previous periods and sometimes needs updating but at the same time results from previous research can be used for comparing with resent results and to outline the trends of development of explored points. 
It was built on the existing literature and studies about the relationships and environment at workplace and the communication as powerful tool for their improvement. This data does not directly answer the research questions but gives good base of knowledge for expanding the meaning of relationships and environment at workplaces, corporate communication, their components, and links between them. Results from previous statistic and other surveys can was used for comparing a numeric data. 
On the primary stage secondary research consisted review of the existing data. Secondary data was gathered by variety of sources, mainly academic sources like books, academic journals, articles, blog, study reports etc. The research is focused on a hospitality industry. In the literature review chapter, there were determined main areas of corporate communication that need to be improved and areas of expanding of employment relationships and work environment. Literature related to employment relationships, work environment and wellbeing and internal communication was aimed to investigate connection between them with purpose to improve them. Related key points has been critically valuated to explore the underlying links between improving the effectiveness of the internal communication and employee relationships and work environment. Defining these links enables to be found how the communication reflects to the employee relationships and work environment and finally to outline the findings of existing research jobs. Information is used for gaining good understanding of the problematic points. Information from blogs and internet was gathered and dealt in a very conscious manner. Selection criteria of the sources was to find most recent data about trends in HRM in the context of people behaviour at work and obtaining research of professional. Also, there were found academic articles about this points and statistic results from surveys about job satisfaction and employee relations in the hospitality and factors influencing them. Data collected aimed to address the main objectives of the research through advanced understanding the scope of employee relationships and well-being, corporate communication, how they are linked and how the management and employees can contribute their improvement. 


4.2. Primary research

Primary research refers to gathering factual data directly from the sample group selected at the recent time as part of research project.
In terms of primary research data was collected through online survey and telephone interviews. 
Online survey consists of two types of questions - open and closed. Survey was anonymous and confidential which predisposes respondents to give honest and full answers.
The survey consisted of different types of 25 questions:  16 one-choice or multiple-choice questions, 1 ranking question, 5 questions that the respondents had to answer with a one answer from scale 1 to 10 and 3 opened questions giving respondents opportunity to share opinion and ideas their own words. Some of the one-choice questions that were related to stating level of agreement or satisfaction from different characteristics of work environment and relationships in the organisation. Survey was created and delivered to the potential respondents for 10 days’ time. There were no questions marked as required so respondents could skip some. All surveys completed were included in the analysis. 
Including closed questions was aimed to gaining full picture of the levels of employee satisfaction from different characteristics of employment relationships and work atmosphere, engagement, trust, commitment, rewarding system, etc. as these levels are indicators for employment relationship, work environment and effectiveness of internal communication. Open questions in the survey were included for collecting participants opinion and suggestions and answers are base data for qualitative research. Qualitative data gathered by open questions helped for deeper understanding of the problematic points, reasons for them and ideas for resolving the problems from different points of view.  Filling the survey took about 10 minutes to the participants. 
Other way used for collecting data is semi-structured interview. Fifteen people took part of the interview.  Their selections were done with purpose to coved diversity of positions in the hotels from different departments because the drivers of employee’s behaviour on different positions are ordered different way. For example, level of satisfaction of receptionist is directly impacted by client’s satisfaction which is not valid for kitchen porter. 
Interview was selected as technique for collecting data and consisted open questions because it allows better insight of the aspects explored. Ten key questions were designed in advance but while processing the interviews, there were more questions answered and the interviewed were given examples from their practice. One of the biggest disadvantages of the interview is that “The construction of the interview questions may result in leading questions or bland answers” (Armstrong, 2020, p.1023) and in order to avoid this researcher included as question 11 opportunity to the responded to say anything else he thinks is related and important in his opinion. This was of proceeding gave the participants opportunities to share their opinion about which are the crucial areas or areas needed improvement and to extend the considering where they see problems or option for improvement. Results from semi-detached interview cannot be generalised outside the sample group chosen but for the purposes of the current research, it is more important to be obtained uninfluenced answers from the participants. 

5. Sampling strategy

Participants were selected by different criteria because the researcher aim was to obtain data from individuals from different levels in the organisational structure and different positions from different departments aimed to cover wide area of employment structure and to see the aspects from different points of view. In order to obtain better insight into the opportunities for improving the relationships and overall environment through the communication, researcher selected participants regarding their experience, some of which cover positions on a different management level, others don’t manage other people. Normally, companies operating in hospitality have complex employment structure consisting by number of departments. The nature of business demands covering of very wide list of clients needs from different characters. Selection criteria for choosing people was to cover maximum possible variety of points of view by selecting people from different departments and positions and levels. 
Sample size planned was 35-50 people but only 28 people filled the online survey. For the interview 15 people were targeted and all of them showed willingness to be interviewed. The selection criteria which were followed was to interview people from different departments and positions for finding more specific visions and needs.



6. Methods of analysis 
Choice of research approach technique was a combination of methods for investigation - quotative and qualitative methods which enables in-dept understanding of the aspects of the research. 
Data gathered through the survey and the interview was analysed by both – quantitative and qualitative techniques. Most of the data collected was qualitative in nature. Analysis was done mainly through qualitative method. 
Quantitative method was used for measuring the levels of satisfaction of respondents from different aspects of internal relationships and work environment and some elements of employee relations like level of engagement, trust, company culture, understanding the goals of other parties, etc. For quantitative data collected was used descriptive statistic method for analysing which “helps describe, show or summarize data points in a constructive way “ (Rawat, A, 2021).  It was aimed to identify which of them have to be increased and how they developed in comparison with past periods which outlines trends of their development. This technique refers to summering and simply describing the data and which makes it suitable to the research.
Qualitative method was used because it perfectly suits analytical reviewing of the answers of respondents and based on them to consider further what can be done for improving the work environment and employee relationships.  Idea for using this method of data analysis is to obtain information not only about what is the result but also what is the reasons for these results, answering questions like how and why. To address this aim for analysing the qualitative data was chosen thematic data technique which gives flexibility analysing and suits perfectly working with data collecting via semi-structured interview.  (Mortensen, 2020).
This choice was done because it enables in-dept investigation and analysing of the problems defined. 


7.Ethical consideration

Current research was done in respect of ethical norms. There were few ethical issues requiring consideration. Most important is related to informing all the participants about purpose of the research. All of them were fully explained about it and aware that the data collected will be used only for purposes of this paper in respect of their privacy. Also, they were informed in advance how the survey and the interview will be conducted and how long time will take approximately. Researcher proceeded after obtaining consent from the respondents. Interviews were taken by phone conversations at the times convenient for the respondents and agreed with them in advance.  They were aware that their participance and answers are strongly confidential, and they remain anonymous. All the responses of the interview demonstrated willingness to take part of it and to share their opinions and suggestions.  

 


8. Conclusion
Current chapter explained the process of research and the way the stages were fulfilled. Stages were followed in accordance with research onion.  Choices of the particular methods of data collection and data analysis were justified, reasons for these choices explained Stages were followed in accordance with research onion which enabled more detailed research on each following stage. 

















Results


1. Introduction

Current chapter includes information about the findings of primary and secondary data collected. Results are presented in accordance with its relation to the main aspects of this research. Posing of the data was done by numerical findings showing the levels of important characteristics of relationships and environment at workplaces and the effectiveness of the corporate communication in parallel with qualitative data. Measuring of these levels aims to indicate which communication points need improvement.   With purpose to suit easier further analysing the bigger part of qualitative data collected was summarised for most common aspects and the most distinctive answers received during the interviews are discussed separately. Participants of the interview are presented by P1 to P15. Full report from the online survey is available in charts attached in the Appendix. Interview pre-set questions and some full records from the interviews are available there as well. 


2. Results and discussion of data collected 

Survey conducted by Investors in People (2019) reported very warning results for consecutive year. 1in 3 people are unhappy at work and 45% are considering moving job. Top reasons for leave are better pay (25%), don’t feel valued (16%) and have work-related stress (16%). Top 3 things people like at work are work-life balance (37%), team (34%), pay (26%).  In comparison, the situation in the hospitality is even worse. “68 percent “68 per cent said no to loving their work” (Torrelonge, Zen, 2016)
The online survey conducted as a part of this research, found also that people tend to leave mainly for better working conditions (81,5%), followed by career opportunities and more flexibility. People ranked rewarding package as top reason that makes them interested in the job, followed by work conditions and work-life balance. It directly relates to the statement in the literature that good working conditions and employee well-being are extremely important, and outlines need of their improving. 70% of people get stressed by changes in the work conditions and (64%) by changing the working time. It proves one more time that work-life balance importance increases. 
 “A positive climate of employee relations – with high levels of employee involvement, commitment and engagement – can improve business outcomes as well as contribute to employees’ wellbeing.” (CIPD, 2021).   Engagement which could be defined as “physical, psychological and emotional involvement of employee” (Management Study Guide, 2015) is depended on satisfaction. An online article cites stated survey of Savoy Stewart that compared levels of satisfaction in different sector, result that hospitality industry is least satisfied job sector.  (Powell, O., 2021). Online survey shows that the lowest is the satisfaction from rewards, Lack of engagement is typical for people covering only occasional shifts (P8) and shared that very often when they cover night shifts and majority of people do not care about the job, they are not able to complete their jobs and get very tired very soon, so they get unsatisfied. 
Only 33% strongly agree they can address their personal goals in the organisation. More than 70% of them think the company is dedicated in providing training/learning programs. Less than 50% see their future in the company. 
” Current approaches to employee voice tend to take a narrow perspective that does not consider individual needs and is only takes into account if expressed through organisational mechanism.” (CIPD, 2017).  The same survey argues that the traditional meaning of employment voice must be expanded in its scope.  One of the main directions of expanding is related to employees’ needs (self-expression) or emotional states, which are not typically supported but they are influencers of people’s attitude. Also, sometimes motivation for voicing of employees can refer to pursuing purposes like self-expression which don’t benefit directly organisational goals, but they are meaningful for their involvement. Furthermore, voicing can be not work-related.  “Personal lives are not left at the door but remain important in the workplace, and the ability to express those can serve as a basis for fostering human connection and having fun at work.” (CIPD, 2017). Other direction of expanding the employees’ voice meaning refers to listening groups of employees with formally limited opportunities to voice (in hospitality it refers mainly to zero- hours contracted people). It directly reflects to their involvement and often they do not voice but their behaviour unpredictable, they can even leave suddenly.  Voice can be an end itself (related to freedom to choose for example, not to pursuing neither personal nor organisational objectives). Enabling voicing in this context will lead to “shared value-creation for organisations and their people, in contrast to the traditional approach of prioritising business needs over individuals”. (CIPD, 2017). In some places management doesn’t tolerate voicing if it is related directly with the job. (P10) Survey shows that 46% of people evaluated their confidence to talk to their managers with 10 on a scale of 1 to 10.
The most trusted figure is line manager (71%), 67% of people trust their co-workers and 61% to overall management. More than 80% of people believe they will be helped if needed by all – co-workers, management, HR department but again most helpful they find line manager (86%).
About 1/3 of employees find their job more interesting in comparison with the time of their start, 1/3 less interesting and 1/3 – same. 
“Creating of feeling of recognition in the employees is line manager responsibility”. (P15) He also added that even if senior or executive manager shows that they value their work, employees are still looking for supervisors’ feedback and recognition. “Line managers have a significant impact on the number of good days people have at work. Often, just a few small changes to your management style can make a big difference to people’s well-being.” (CIPD, 2021).  Survey shows that 70% of employees trust their line manager and compared with trust to co-workers (65.38%), overall management (59%), it shows that team leader is the most trusted party. “Half (49%) of UK workers leave job because of line manager” and “More than half (59%) of staff never socialise with their manager”. (Total jobs 2019). Only two respondents said their relationships with the line manager are bad.

All interviewed think that communication in the hotels is effective and optimised and enables easy communicating between the staff members. Formal communication is essential for everyday jobs because the nature of business determinates high requirements for health and safety, dealing with some particular issues and etc.(P12).  All the respondents said that they have very clear policies and procedures, and staff is regularly re-trained. Most of the hotels adopted open-door policy and this explains the effectiveness of communication related to coping with current difficulties/issues, problem solving, ideas sharing, voicing, initiatives presenting etc. Unformal communication was assessed as very effective as well. There are internal trainings about how to communicate with guests basically, but this develops their common communicational skills and culture. (P10). Upward communication, which is not directly related to reporting, in some places meets difficulties especially if it is about any initiatives, ideas and etc. (P12). It happens mainly because in the chains most of the decisions can be made only by head management board because in order to keep standards, these decisions are valid for all hotels of the chain. Here were defined two main difficulties for free voicing. First is that very often voice goes to the line manager, and he decides to pass it further or no. (P9). Even if the employee jumps above him, the information flows are moving very slowly which is the second difficulty for voicing.  Night workers are limited in their options to talk face-to-face with their managers. (P8).
All people said that face-to-face communication makes them to feel well informed, 82% - team briefings, 73% notice boards. As a main area of communication that needs to be improved, respondents determined face-to-face communication, followed by communication between different departments. (P3) feels alone and misses life communication. During the interview (P12) said that in the hospitality rush hours are majority of hours and when people are on rush, they don’t look happy, and this can be viewed by the guest and other members of staff. P7 is happy with the system but that is not good to replace face-to-face communication too much.
 Adopting changes looks to be easy accepted by employees in the hospitality. All the respondents say they feel very supported and given reasonable time.
In accordance with the survey 82% of people believe the conflicts were being resolved fairly. All the interviewed believe so.
Challenge at work makes people creative and when their initiatives is encouraged by the management, it makes them to see their future in the organisation (P11). He had presented some projects to the GM. Normally, discussed an idea with his line manager followed by formal proposal including all details of the project, emailed to GM. Some of his projects were accepted, some not, some partly. In all cases, he had feedback and usually was asked to make some changes (more cost effective for example). Once they accepted the proposal but postponed it for the next season because in the summer typically people travel for leisure, but the project was suitable for business groups. 
Competitions between teams are seen as giving very good outcomes (P12). It is a good way to improve teamwork and to improve the socialising of team members.
Majority of interviewed said that they get:
· Motivated by rewards, sense of purpose, guest satisfaction, self-satisfaction, attitude of the others, job itself, successful days
· Engaged – career opportunity, recognition, job itself, challenge at work, P12 has started work as receptionists, 7 years later he is on a manager’s position overtime opportunities. (P9) is planning to attend a course paid by the company and this keeps him to stay in the company because he learns theoretically and practice at the same time. P6 said that people have chosen this job so they should be self-motivated for this choice. (P1) states that everything comes from your attitude – if you like your job, you will be good, if not- even if you are good, will be for short time. He strongly believes that everybody must be on his place. 
· Enthusiastic – team creativity and team success, feeling valued, good outcomes from work. “When I go home happy from work, in the morning I am coming back happy at work because has positive expectations for the day” (P10). 
· Socialised – proper managing diversity makes the working place more attractive (P11), team parties and time out together, relationships. P9 shared that they have similar interests.
· Part of the company – supportive management, career opportunity and satisfaction, proud to work for the company, when sales are good-bonuses, high standards at workplace. (P1) said: “Company made me part of itself!”  

Participants of the interview shared suggestions and ideas for improvement of communication, relationships, and environment at workplace. Some of them are:
 (P11) finds cross trainings as very beneficial for cohesion of the team because it gives people very good understanding about the jobs of the others and respectively increases the tolerance between them. As an outcome he sees also opportunity to 
More freedom on local level in decision making (P12).
More individualism where is possible, more freedom and responsibilities P11,  P9
Be honest and talk, talk, talk! For both – managers and employees P15
More respect between the departments P6
More spacious office, may be boxes for ideas, some emoticons on the notice board P5
More flexibility if needed P11
More meetings of all staff, because when everyday with department in a week time they are separated F7
English courses to be provided, many people don’t speak English.  P11

3. Conclusion
In the current chapter were reported results of the data collected. Measuring of levels of main characteristics of work environment and relationships aimed to indicate which communicating points need improvement.  Opinions and suggestions was done for gaining giving recommendation 







DATA ANALYSIS


1. Introduction

Current chapter includes analysis of the data collected. Employment relationships and work environment, and their integrity, are main characteristics of the organisation responsible for attracting and retention of workforce and it is fact that hospitality is one of the most affected negatively by Brexit and Covid-19 pandemic sectors and post pandemic period of recovery is a hard-time as well.  In this situation employment relationships and employee’s wellbeing are more important than before because the business cannot go over the crisis without its workforce. Basically, the results of current research outlined some main aspects that need to be improved for better employment relationships, work environment for ensuring employee wellbeing and communication in this context. It was summarised that the only way for this is to increase individuals participance in the company. 

2. Data analysis

The research found some trends in the development of the main aspects of the current research, which are:
· Employment relationships have much wider meaning and includes much more involvement of both – management and employees in the interests of the other party. 
· Blurring of border between work and personal life in some points and respectively blurring of the border between personal self-satisfaction and satisfaction from work. It directly increases needs from more freedom and individualism in performing and more working flexibility. It a reason for higher expectation of the employees to be supported by organisation in the special moments in their personal life – marriage, paternity, health issues etc. 
· Replacement of big volume of face-to-face communication by online systems, platforms, and software. Majority of people don’t think this has only positive effect on relationships. From one hand, it is easily accessible data and very easy progression of the task fulfilment can be traced but on the other hand, reduces the face-to-face communication which is ranked as the best channel for informing and helps for socialising the team and respectively, affects relationships between people and their supervisors/ team leaders.
· Upward communication area expanding – it is an outcome from development of the employment relationships and the relevant increasing the level of employee’s presence in the management activities. 
· Trend of withdrawal of workforce from hospitality caused by destroyed financial wellbeing for many people which were put on redundancy and furloughed and increased need of job security. 
· Employees expect recognition not only for the job they do but also for their attitudeе, imitativeness and all activities out of their contract



People’s expectations are social. Understanding of employment relationships should be oriented much more to emotional side of their main characteristics. As outlined in the literature review, people don’t sell only labour and look for much more than rewards. In parallel of this, organisations don’t pay only for labour and don’t pay only by traditional methods. It is a stage in the employment relationships where employers and employees communicate on a level of mutual sharing of purposes and requiring support from each other, even in activities which are not directly related to the working processes. Results of data collected prove practically this as participants defined as top reasons for leave work conditions, career opportunities and more flexibility. 
Mutual understanding of purposes and goals of organisation and employees stands as a fundament of the employment relationships. Results of the data collected shown that majority of people do understand the mission and objectives of the company but not big part of them in full. This means that this is one of the aspects that can be considered by the management aimed to be improved. Information about company mission and goals is given to the employees at the point of their start in the organisation but during the employment they must be helped to understand this more and more deeply.  At the same time, they must realise very clearly how their own work contributes pursuing the company goals – where are they in the company structure and why their job is important as part of the whole organisation. Here can be outlined one more area which can be improved as many people don’t understand completely how their job benefits company’s objectives. Also, people must be confident that they can achieve their personal goals in the organisation.  This indicates one more weakness of managing people at work in the sector.  Only 41% of people strongly agree they are involved and committed in the organisation which outlines need of management to work for their increasing.  This low involvement is a result of the high level of turnover in the sector. 
Other bad result is that only 1/3 of people said they are more interested in their job in comparison with their start, even 1/3 are less interested.  People lose interest when job gets boring and repeat only same tasks and especially if they do their jobs alone. 
Reasons for leave in the order they are found by the survey shows that payment is important, but very often people priorities are better working conditions, work-life balance, career opportunities, relationships at work rather than a bit higher pay rate. Reason for this is that people look at their work as a place where they can achieve work-life balance and to grow. This reflects to them as self-satisfaction not only satisfaction from work. 
Levels of satisfaction and engagement, motivation, and company culture, which are main characteristics of the relationships at work, are not enough high in the hospitality. 

Levels of satisfaction are not high enough, especially for people on lower levels. It is because there is big per cent people working on zero-hours contracts and temporary workers. 
When people are kept engaged and satisfied, they open themselves for development and this produce benefits for company.   
Expectations of employees are extended in one more direction – they expect their personal life to be supported in the important moments and changes, people have a piece of mind about their work-life balance, and this helps them to see their future in the organisation. Example is maternity when mothers prefer to postpone their growth, even sometimes they make step back, but this boosts their engagement in long term. 
When their job is high valued and recognised – this reflects to their willingness to do their best and to accept more tasks, even makes them to aim development. 
Voicing is other researched aspect. Results of research are that in some organisation there are some difficulties but in most of them is adopted open-door policy which enables people to voice but it is still not enough. People do say when they see outcomes from voicing and believe that their voice matter. With other words it is an outcome of management attitude with employee’s voice. “ 
With other words, employees’ voice must be not only heard but also, provoked. Management must enable peoples say and to encourage it by intensive communication and good understanding about their needs and expectations and to inbuild them in companies’ strategies when accepted.   This is the best way to involve people deeply and improve their sense of belonging. 
Training and learning programmes are very high evaluated by the participants of the research and one of the top reasons for leave is better career opportunities. This proves peoples need of growth as motivator and must attract management attentions. When people’s career develops in the organisation, this involves them more emotionally and they become more responsible for outcomes from their job as a reply of the trust and authority given.  
Good teamwork is very important for hotels because very often guest accept the service in its wholeness rather than separated parts (check-inn process, room design and clearness, facilities, food quality, room service etc.) and the research found that communication between different department needs to be improved. Normally, people have only very basic knowledge about the jobs of the other departments and don’t understand their contribution for the company and also, most departments are dependent on each other.

There are many aspects to be considered in relation of improving the work environment. One of them is to try to set stable relationships which is possible only if the team members know each other. Should be considered very carefully what is the “healthy” balance between permanent and temporally contracted people and when the zero-hours contacted to be prioritised. This type of contracts is very suitable for some groups of people like students or as second job but if an employee prefers zero-hours contract without having any other engagement, it means that he doesn’t aim to give to the company more than working hours. In situations like the current one where the hospitality meets serious difficulties to find the workforce needed, that kind of people can be viewed as potential.                
Changes in the employment structure and high per cent of non-engaged workers in the hotels impact the work environment negatively. Many permanent employees work under pressure and need to do extra jobs because staff is not enough or not trained, and this affects mostly positions on low management level – supervisors and team leaders. They spend a time to help which destroys the supervision of the others and can cause worse team performance and relationships. 
Research findings are not very optimistic for level of happiness in the hospitality.  Even if so, many people keep working there because they love their jobs and they have been working for long time in their organisation. Challenge for management is to find a way to keep these people interested – may exactly now they can be given opportunities for growth and training. Only happy people can be happy employees. Therefore, jobs in the hotels can be very challenging and everyday pressure helps them to keep “fitted”. Challenge is very exciting element of the work environment and makes people enthusiastic and interested. At the same time, they see opportunity for manifestation which provokes them to activate their full capacity. 
Line manager is extremely important figure in the employment structure and the research findings that he is most trusted by employees. People feel their supervisors/ team leaders/ line managers closest to them and have highest expectations from them to be helped and at the same time need mostly their feedback. This role is at the same most responsible for people’s wellbeing and happiness at work. It includes only managing every day works and people and reporting of performance but now is extended with implementing HR policies, supporting people in this process, and providing HRM with feedback about this and to develop people. Developing people can happen different ways but as the most effective found by current research are leading by example and delegating responsibilities of the team members. 


Traditionally, better performance of the organisation through better performance of its people is looked from the prospect of the organisation.  Here results of the data gathered outlined one more area of extending the consideration. Very often employees which have their steps up in the organisation get to the point when they boost their own job by giving creative ideas and suggestions related to them job. 
When talking about changes adoption, the data collected shown that usually changes are well accepted by employees because the process of implementation is well organised, and people are well trained and supported during this process. But traditionally this point of view limits the vision about changes adopting to the outcomes for management and only directly related with the work. Sometimes the change can lead to the expected results but to affect people, relationships, and work environment different way. For example, when housekeeping team started using online system and tablets instead to be given tasks on paper and special instructions by supervisor, it optimised the everyday communication very much but reduced the face-to-face communication between room attendants and their supervisors which affects their relationships. It is not necessary decision for change to be made and after that staff to be trained. If the idea for chance is discussed with people and their opinion of affected people is obtained in advance, it will enable the management to predict employee’s reactions. In case they expect difficulties, they can explain what the purpose of this change is, to ask for ideas which will involve people I decision-making processes. It is also important to give people reasonable time. Online survey conducted as part of this research proved that people are more involved and more satisfied when they are given choice related to their job and increases their willingness to do their best.  In many cases it is better and costs effective idea for changes to be discussed with staff before to be made a final decision. Of course, it is impossible in all cases because sometimes implementing the changes of policies is required by legal changes.  In these cases, people should be explained in full what is the purpose and how this will benefit their work conditions. course, stimes it is impossible to listen to them 
Conflict as one of the problematic areas of communication, can have positive outcomes not only increasing trust, sense of security and more involvement, but also for management. Sometimes conflicts are indicators for weaknesses in the management. Of course, will be much better serious conflicts to be avoided or with other wards, the real problem to be recognised on time.  If happens, conflict must be analysed very deeply because the real problem can be much deeper and if it doesn’t get resolved, will escalate until gets evident conflict, but then its resolving will not have the same positive incomes. It is critical because the way of resolving has deep and long-lasting impact on people’s sense of security and trust and directly impacts the involvement and activism. For example, even when are not involved in the conflict, they need to be confident that its resolving happens in respect of principles like fairness and impartiality and the related policies and procedures are proper followed.  

Findings of the research determined as one more critical point of communication annual appraisals – nearly 40 per cents of people think it causes stress.  They can be used for in-debt conversation with employees and to encourage them to share what they feel, what they think, how they see their future and everything else they would like to say. Research findings show that people put this as a factor No3 for stress but at the same in same places appraisals are still conducted formally even same people which are not engaged, give answers they thinks are expected and are not honest. Opposite – engaged people which care about the job and their career in the company are open to discuss what they need to and are honest. Handled proper way, appraisals can be very beneficial for maintaining good relationships at work and improve the trust in management. One of the most beneficial outcomes of appraisal is to make people to not wait next one for voicing – to feel free to do it at any time they need. 

3. Summary

In conclusion, research findings can be summarised as follows:
· Expanded scope of employment refers to increasing the participance of the employees in the organisation and not only in the areas of their job.  For achieving higher level of satisfaction, it is needed management practices to adapt to social expectations of people. In relation of their improvement, organisation rewarding system must response the exceeded contributions of the employees for the organisation.  

· Improving the work environment for well-being must be management priority and management practices and strategies to reflect to the emotional side of the elements of work environment. 
· Corporate communication is the most powerful tool for relating the people and must be used by management to make people to participate in all aspects of company life. In relation of this, communication strategy of the organisation must be best combination of channels, methods, and high culture. People need to communicate, and the organisation needs them to communicate or in other words – organisation must enable and listen their voice and to provoke them to voice. This is the way to improve the work environment for employee wellbeing but gives positives for the organisation because happy people have good performance and increases the retention. 
· Relationships between management and individuals is significant for their performance as well, respectively for overall organisation’s performance. The role of line manager/ supervisors is distinctive and for improving the employment relationships and people’s wellbeing, line manager must be supported, and his opinion listened by HRM.  Good performance of line manager gives benefits for both – organisation and team members. 
· Managing people is a proceed of continuous adopting of changes from different characters (legal, social, economic, internal, etc) and this refers to intensive communication during the employees’ journey in the organisation and management must use every communication point for improving all the aspects of organisational life, not only working process. 





















Recommendations
1. Introduction
Current chapter consists of recommendations about improving the management practises and strategies in relation of improving the employment relationships and work environment through internal communication. These recommendations are based on the findings of current research – primary and secondary. 

2. Recommendations for improving the employment relationships and work environment through the corporate communication

Based on the Literature and research findings, there were outlined the following recommendations:

Firstly, managing people to be done always in keeping following principles:
· General line of communication between the management and employees to be oriented to finding the best possible mutual fulfilment of interests – this will make the relationships management-employees symbiotic
· Honest – it creates trust and both parties must be honest. Basically, establishing high trusted relationships is a long-lasting process and only one wrong action can destroy it. 
· Management transparency – directly improves relationships, trust, and people’s wellbeing.
· Intensive communication and feedbacks – not only will make the communication in its wholeness more effective but will involve people and respectively increases their presence in company which is the best way to provoke them to do their best. Information must be clear, delivered through well designed policies and procedures and regular re-training. Employees must be kept aware for company objectives, strategy, success, and social presence. 


Secondly, Managing people to adopt innovation approaches like:

· Employment relationships to be viewed from management prospect like participance of employees in the company and from their prospect – as a participance of the organisation in their life.  For achieving higher level of employee’s satisfaction management practices must reflect to the social expectations of people as well. Rewarding system needs to be viewed not only as tool for simply measuring the work results and recognition for good performance (bonuses, unexpected gifts, parties, vouchers and etc.)  but also, recognition for their participance in the company and loyalty by giving them opportunities for development and career growth by offering courses/ learning/ training programmes, extra days paid leave, friend, and family programs, facilities. In relation of this management must explore what rewards are best suited and to compose balanced rewarding system in the organisation reflecting on people’s expectations.

· Work environment to be viewed not only in the context of providing good work conditions but also in its emotional side – friendly environment, well designed workplaces, relationships can work for people’s wellbeing and respectively for their retention and growth in the company.  
· Corporate communication is the most powerful tool for relating the people and must be used by management to make people to participate in all aspects of company life. Communication system to be viewed like a system that connect all people in the organisation – managers and employees, co-workers, employees from different departments, managers from different levels and departments and these connections are not limited to direct related with work. In relation of this, communication strategy of the organisation must be best combination of channels, methods, and high culture. For establishing balanced system of different methods for communication, requires consideration of following points:
Formal communication to be kept for using in working process but in relation to achieve higher involvement and engagement of employees and better work environment to be practices more unformal communicating. For example, if any employee was late every day in the last week, it is good idea to be asked firstly informally by his line manager if everything is ok or if needs change of working times instead to go directly to formal meeting. Meetings / team briefings, especially everyday operation meetings can include more unformal communication as well. 
Face to face communication to be practiced as much as possible not only because combines verbal with non-verbal communicating (look, eye contact, immediate feedback from listener/s (verbal and non-verbal) and etc) but because is much more effective for socialising of people with the team. It is because when people communicate this way they don’t communicate with machines – they can smile, gesticulate, etc. 
· Line managers role to be viewed in its full capacity, not limited to supervising team members, and reporting performance but as a figure on best position to know the individuals and to develop them, to create trust and engagement, to implement HR policies and to indicate potential threats and problems, to advice management about possibilities for improvement of all operations. In relation of this, line managers/supervisors must be supported by the management and to be given extra trainings about how to evaluate the capacity of people aimed to delegate extra tasks/responsibility, mental health and stress, about non-verbal communication, managing through examples and other management skills. At the same time, HR managers must enable people to jump over the supervisors aimed to ensure avoiding the subjectivism and not fair treatment of members of the team. 
· At the stage of recruitment and induction not only organisation and its expectation to be presented to the employees and employees and their expectations to the organization, but therefore to set fundaments of future good communication and culture level. For example, making people to feel free to share experience from previous company and discussing critically differences will give them confidence to voice/be initiative in the future because they will expect voicing/imitativeness to be respected. 
· Critical points (conflicts, changes adopting, managing diversity, annual appraisals etc) to be viewed as opportunity for improvement levels of trust and culture. Management must find way to take benefits from them         by style that confirms objectivism, fairness, transparency, respect of people. In adopting changes process early obtaining opinions and feedback from people affected by the change will give the management real expectations about their reactions and if needed, can give them more explanation and awareness they will be supported in this. Well managed diversity is very beneficial for team work as well and makes workplace even more attractive.  

In practice this can be achieved by variety of HRM strategies and practices. 
· Good option for improving communication is using of online platforms where people can get informed about everything, they need at the time convenient for them, everybody can share his opinion and ideas or discuss problems. Online platforms can be used for learning and training at the time chosen by employee. 

· Training and learning programmes to be arranged in relation with upcoming changes in advance but considering individual’s interest as well. This will help people to believe they can achieve their personal goals in parallel with contributing company’s objectives.  Also, prioritising internal recruiting when possible because example for career growth involves others. 
· Upward communication area to be expanded including opportunities for employees to voice at any time and about any points, to get involved in the decision- making process, discussing ideas, problems/conflict resolving and everything else that can emerge during their employment.  Management to encourage this by asking for opinions, feelings, immediate reacting, never ignoring, always given feedback, explanation, talking like with partners and maximum possible considering of people’s voice. 
· increases engagement and belonging to the organisation and creates sense of purpose. 
· To update people with information about susses of the company, budgeting and remind them about the company goals and mission. and most successful employee performance different ways – expose brief information on a notice boards on a places that everyone can see them – lift area, in the lift, canteen, staff area. 
· Management to have a mind that employee journey doesn’t start with recruitment and doesn’t finish with leaving. People tend to apply for jobs in reputed companies and after leave – still can come back or recommend the company as employer to their friends and family members. 
· When design job description, some roles can be given more flexibility and freedom and individual working style which provokes creativeness. 
· Critical communication points – related to handling conflits, Socialising – more meetings of all staff, not only departments, remind about company social precense – green policy for example company traditions company traditions Management must understand and to do everything possible to support people in all important for them life events. It is not only about policies. It is a care for them and their families. When individuals can achieve good work-life balance and to combine fulfilment of their job and personal tasks, then they have a peace of mind for their future and wont leave easily. 
· Make people to believe they are part of something bigger by sharing company success (guest feedback, sales rates) and social presence reputation (green policy for example) 
· On the first interview – ask clarifying questions and give people opportunity to ask what they would like. This is the way to show them that open policy is working in this place. 
· During the annual appraisal, line manager can ask question like: “if you need to decide/be in charge what/how you would do this?” Data gathered via exit interviews must be considered very carefully and outcomes to reflect to the management practices aimed to avoid repeating the mistakes. In case of low performance, managers must demonstrate willingness to support and understanding people are not robots, the make mistakes. Managers can share own experience and own mistakes in the past. 
· For cohesion of the team – people need to feel socially connected with their co-workers/ team members, managers, and organisation. More meetings for all staff to be arranged, not only for the department can have positive impact on cohesion of the team. Cross-training – this will help for better understanding the jobs of the others and more tolerance between people, even they can help each other which enables more flexibility. Sometimes it is good to send somebody to help. In some cases, is good idea to appoint someone to help for project of someone else. This is a recognition for the author of the project and at the same time – extra learning for appointed person. Parties for birthdays, Christmas, important dates for company (Hotel open for example), parties for good leavers or retiring etc can be organised. Company also can create “company traditions” like – everybody to put every year something on the Xmas tree, or Xmas whish on piece of paper.
· Managers must say simply thank you for your job today but also thank you for your help, your understanding, thank you for sharing your experience with the others, thank you for sharing your problems/ideas/ initiatives. Especially, line manager must do this every day.
· Employees to be given maximum freedom and responsibilities for their competences and capacity. If people feel they can apply their skills and knowledge they are more engaged, which is reinforced by their sense of responsibility for their job. 
Management to be 
· Management must demonstrate its dedication in supporting people in their growth. This starts with realistic expectations and finish with their best possible success. It includes support in bad days, when they make mistake or cannot achieve what was planned or on time scheduled.                                                           
· Employment structure to aim best possible balance between core and temporarily workers. It is cost effective that hotels employ core workers and managers directly and when the occupancy is high, they employ agency workers but when the number of non-engaged people is high, this affects engaged ones. Experienced workers can share their experience which is beneficial for better individual and team performance through cohesion. 
· Managers to be active listeners – if someone shares problem, react, give feedback, offer help, idea, share experience. 
· All the common areas can be used for informing and obtaining ideas – notice board, pictures from events, boxes for postcards/e-cards in the online platforms



1. Recommendations for further research

Communication is a vast area and links people with their co-workers, managers, organisation. Efficiency of communication processes is essential for success of management and especially when the object of managing are employees it is directly impacted by social performance and reputation of the company. Employment relationships do not start with recruitment and do not finish with the leaving the company. People tend to apply for jobs at the reputed companies and after their leaving they can come back or recommend the company as employer. My recommendation for further research refers to exploring external communication, opportunities for its improvement, how external impacts internal communication and how employee’s participants in the organisation can contribute company presence in the society.
An online article outlines 12 trends of HRM for 2020, one of which is corporate and employee activism, “The key question is more “How can we solve our problems?” than “how can we solve problems in our society?” ( Haak, T, 2019). 

4. Summary
Current chapter consists of recommendations for improving the employment relationships and work environment through the corporate communication. I would say that there is no unique system that works for all organisations because each organisation has its specifics and HRM strategies must be resetting these specifics. Nevertheless, guarantee for success of HRM is keeping the principles like transparency, honesty, respect and implementing the strategies focused on people’s satisfaction and engagement, trust, and company culture because when people are engaged in high trusted company, they work as a partner of the management. 


5. Conclusion

Communication is a vast area and everything that people are involved in socially is related to exchange of data. In this context, the corporate communication is responsible for creating and maintaining good relationships and achieving the employee wellbeing in all aspects. 
Current research included review of the existing literature about the employment relationships and work environment, their elements and dynamic and considered the internal commutation as a tool for maintaining them and assessed the employees and managers as participants of organisational society. Then, the research continued collecting primary data focusing on hospitality. An online survey and interviews were conducted, results summarised, after that analysed and based on findings of the research, there were made recommendations for improving the employment relationships and work environment for wellbeing thorough the corporate communication.
The main question – why the effectiveness of communication is essential for their management was answered by addressing the objectives of research and answering the sub-questions. So, the importance of effective corporate is constantly increases because all the processes happening in the organisations refer to sharing information, opinions, expectations, attitudes. In nowadays, in parallel with increasing importance of managing people,  the importance of communication increases as well because only effective and optimised corporate communication can lead to achieving the competitive advantage and better organisational performance through its employee’s performance.  
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