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Abstract

ENG

In contemporary organizations, internal communication increasingly goes beyond the
technical function of transmitting information and becomes an important component of
employee engagement, trust, motivation, and organizational culture. This issue is particularly
relevant in the context of Generation Z’s active entry into the labor market, as this generation
has been shaped by digital communication, rapid information exchange, and expanded
opportunities for self-expression. Therefore, for Generation Z, workplace communication is
not limited to receiving information in a timely manner; it is also connected to feedback, the
freedom to express opinions, open communication with management, and the feeling of being
valued within the organization.

This master’s thesis aims to analyze how Generation Z’s communication expectations are
reflected in internal communication strategies and practices in Georgian organizations. The
study particularly focuses on whether existing internal communication creates a real
opportunity for listening to employees, responding to feedback, and taking employees’ voices
into account in organizational processes. The thesis is theoretically based on the concept of
internal communication, generational theories, and Grunig and Hunt’s two-way symmetrical
communication model, according to which effective communication should be based on
dialogue, mutual understanding, and two-way adaptation.

Methodologically, the study is based on a pragmatic philosophy and a mixed-methods
approach. Within the quantitative part of the research, an online survey was conducted with
110 respondents. The questionnaire included both closed-ended and open-ended questions
and aimed to evaluate existing internal communication practices, communication
expectations, the quality of feedback, accessibility of communication with management, and
the safety of expressing critical opinions. The qualitative part of the study included 6 in-depth
interviews with HR specialists, managers, and team leaders, which made it possible to interpret

the trends identified in the quantitative data in greater depth.
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The findings show that certain internal communication channels and mechanisms exist in
Georgian organizations; however, their presence does not always indicate genuinely two-way
communication. Respondents evaluated access to information, communication with
management, and the opportunity to express opinions relatively positively. However, lower
evaluations were given to the actual impact of employee feedback, the explanation of decision-
making reasons, and the extent to which management takes employees’ opinions into account.
The research revealed a clear gap between communication expectations and actual practice.
Hierarchical communication, insufficient managerial competence, formalized feedback
practices, fear of expressing critical opinions, and the limited significance given to employees’
voices emerged as the most important challenges.

The main conclusion of the study is that, for Generation Z, internal communication is not
merely a process of information exchange; it is closely connected to feeling valued, recognized,
safe, heard, and identified with the organization. The results indicate that improving internal
communication in Georgian organizations cannot be limited to introducing new channels or
accelerating the flow of information. It requires training managers, HR specialists, and team
leaders, developing systematic feedback mechanisms, strengthening anonymous
communication channels, improving the practice of explaining decisions, and genuinely
recognizing employees’ voices. Thus, Generation Z’s communication expectations can be
viewed not only as a challenge, but also as an opportunity that may encourage Georgian

organizations to develop more open, flexible, and employee-oriented internal communication.

Keywords: Generation Z, internal communication, two-way symmetrical communication,

feedback, organizational communication, Georgian organizations, management, employee

engagement.
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