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DEFINITION OF TERMS 

Communication A process of the exchange of information or message 

among individuals through a certain medium with the 

information or message being understood by the 

individuals (Nebo, Nwankwo & Okonkwo, 2015). 

Effective communication The exchange of meaningful and understandable 

information between individuals at the right time using the 

right medium (Crown, 2013). 

Employee performance An individual’s work achievement after applying the 

required knowledege and efforts on the job (Pradhan & 

Jena, 2017).  

Information A processed data that is meaningful and useful (Madden, 

2000) 

Manufacturing businesses Business organzizations that produce specific products to 

be consumed by customers (Sanders & Reid, 2012). 

Medium A channel by which information or message is transferred 

from a sender to a receiver (Owusu-Boateng & Jeduah. 2014). 

Message A message is any verbal or nonverbal stimulus that elicits 

meaning in the receiver (Richmond et al., 2005). 
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system of rules, procedures, and relationships designed to 

achieve identifiable objectives and goals (Greenwald, 

2008). 

Organizational Comm The exchange or sharing of information (messages, ideas, 
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ABSTRACT 
Business organizations face challenges of increasing productivity in a competitive 

market. Particularly, the performance of the manufacturing businesses in Eritrea has been 

low and thus their contribution to the GDP of the country is low and this affects the 

economy of the country. Therefore, they need to ensure that employees are performing as 

intended. In this case, a proficient and integrated organizational communication can 

sustain employee performance in the manufacturing sector. This study examined the 

influence of organizational communication on employee performance in selected large 

manufacturing businesses in Eritrea. This study was conducted using four objectives, 

namely: to establish the influence of communication patterns on employee performance, 

to determine the influence of communication structure on employee performance, to 

examine the influence of communication medium on employee performance, and finaly 

to investigate the influence of communication climate on employee performance in 

selected large manufacturing businesses in Eritrea. To address these objectives, the study 

was guided by five theories: the human relation theory, the social network theory, the 

media richness theory, the structuration theory, and the theory of performance. This study 

followed a convergent parallel mixed method design. The target population for this study 

was the employees of the selected large manufacturing businesses in Eritrea. For the 

quantitative aspects of this study, 267 employees were selected using proportionate 

stratified random sampling technique and for the qualitative aspects, 21 employees were 

selected using purposive sampling technique. Data was collected using questionnaires 

and interview for the quantitative and qualitative aspects respectively. The collected 

quantitative data was analyzed using both the descriptive (percentages) and inferential 

statistical analysis (correlation, regression and ANOVA) methods. The qualitative data 

was analyzed based on the indentified themes summarized and narrated. Triangulation of 

quantitative and qualitative data as well as the theorietical concepts was done. The study 

findings show that there is statistically significant relationship between communication 

patterns and employee performance, communication structure and employee 

performance, communication medium and employee performance, as well as 

communication climate and employee performance. Therefore, the study concluded that 

communication patterns, communication structure, communication medium, and 

communication climate have direct influence on employee performance in the selected 

large manufacturing businesses in Eritrea. The overall finding of the study also shows 

that there is a statistically significant relationship between organizational communication 

and employee performance in the selected large manufacturing businesses in Eritrea. 

Hence, the study concluded that organizational communication has direct influence on 

employee performance in the selected large manufacturing businesses in Eritrea. 

Therefore, the study recommended that the selected large manufacturing businesses in 

Eritrea should make the communication patterns so effective, adopt a communication 

structure that connects employees from different directions or levels that ensures 

effective information flows, provide the various options of communication media 

including the technological media to ensure effective information delivery, and create a 

suitable communication climate that minimizes communication barriers.  
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of the Study 

In today’s age, information is becoming the vital asset of an organization (Higson & 

Waltho, 2010). It is the basic means of production in any organization in addition to the 

traditional ones: land, capital and labor (Druker, 1993). Choo (1998, p.1) stated that 

“information is an intrinsic component of nearly everything that an organization does so 

much so that its function has become transparent and productive.” Eadie (2009) noted 

that useful and timely information is the life blood of employees that is decisive for 

employees to make important choices in organizing their activities and executing their 

tasks. This means that organizations should encourage the flow of information across the 

entire organization for better achievements. Information must be exchanged among 

employees in the organization so that they can carry out their organizational activities so 

efficiently and effectively. This is because it is through the exchange of information 

(communication) that the overall goals and objectives of the organization can be 

achieved. Employees should communicate the right information at the right time using 

the right medium in order to execute their tasks (Crown, 2013). Therefore, information 

is a resource and is part of the communication process (Madden 2000). 

In today’s organizations, communication, specifically organizational communication has 

become an important factor for the overall functioning and success of an organization 

(Rajhans, 2012). Organizational communication takes place when employees share or 

exchange meaningful and understandable information with one another. In 

organizational communication, good communication is the foundation upon which an 

organization system is developed and maintained in order to get information, idea, or 

message exchanged across to others in order to achieve the intended performance. 

Without organizational communication, organizational excellence and performance 

would not exist and the various parts of an organization would not be bound together for 
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common goals (Researchcage, 2013). Further, according to Duncan and Moiety (as cited 

in Femi, 2014), employees relate with each other using means of communication. 

Therefore, organizational communication binds employees together in an organization 

(Femi, 2014). For instance, according to Duncan and Moriaty (as cited in Femi, 2014), 

traditionally, managers spent the majority of their time communicating with employees 

and stakeholders in one form or another (face-to-face discussion, memos, notice boards, 

mass meeting, employees hand book, and public lectures) but, today, every worker finds 

out that communication is an important aspect of their work and leads them to effective 

and efficient work performance. 

Organizational communication in business organizations has also its own role in 

achieving the intended business goals, which is in turn achieved through employee’s 

performance. Harris and Nelson (as cited in Rajhans, 2012) pointed out that 

organizational communication is one of the most dominant and important activities in 

business organizations. Fundamentally, the functioning and survival of businesses 

organizations is based on effective communication among employees. In addition, Jones 

et al. (as cited in Rajhans, 2012, p.82) stated that “organizational capabilities are 

developed and enacted through intensely social and communicative processes. 

Communication helps individuals and groups carry out activities to achieve goals.” This 

means that effective communication is mandatory for achieving intended performances 

in businesses organizations. Thus, efficient and effective organizational communication 

practices have become more important in all business organizations for greater 

employee’s performance (Rajhans, 2012).  

In relation to manufacturing sector, just like any other business organization, 

manufacturing businesses use communication as a tool to carry out their daily activities. 

In practice, there is no organization without communication including the manufacturing 

businesses (Spaho, 2011). Thus, employees of the manufacturing businesses have to 

communicate to each other in order to have an understanding of their work and 
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exchange needed information that is pertinent to their specific work so that they can 

achieve the desired level of performance. In addition, Rajhans (2012) pointed out that 

for effective production processes to produce the intended products require greater 

collaboration among employees in different functional units, which is achieved through 

effective communication. This means that employee performance could be enhanced 

with effective communication or interactions among employees in the manufacturing 

businesses (Nwata, Umoh, & Amah, 2016). Also, it indicates that organizational 

communication is becoming an important factor in the manufacturing businesses for 

improving employee performance (Kumar & Giri, 2009). Stephen (as cited in Nebo et 

al., 2015, p.132) also described that “organizational communication is a critical factor in 

directing and mobilizing the workforce towards the accomplishment of the 

organizational goals.” Further, Guo and Sanchez (as cited in Ergen, 2010) noted that 

there is a strong relationship between communication and the efficient and effective 

performance of the organization, which is the result of employee’s performance. This is 

an indication that organizational communication is still one of the factors that affect 

employee’s performance in manufacturing businesses including the manufacturing 

businesses in Eritrea. 

In manufacturing businesses, just like in any other organization, organizational 

communication has important aspects that need to be considered since it determines the 

effectiveness of communication in the manufacturing sector. According to Spaho 

(2012), the organizational communication aspects are the communication patterns, 

communication structure, communication medium (methods). In addition, according to 

Pace (2014), communication climate is another aspect of organizational communication. 

Communication patterns refer to the flow of information in the organization. It deals 

with how information flows in the organization for smooth and better functioning of the 

business. In any organization, according to Richmond, McCroskey and McCroskey 

(2005), information flows through formal and informal communication patterns. Thus, 

employees share information with each other through formal and informal patterns of 
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communication. The formal pattern of communication follows the hierarchical 

mangement structure of the organization or the chain of commands whereas the informal 

pattern of communication follows the grapevine" (Richmond et al., 2005). Informal 

communication is based on friendship, relationship, proximity and shared interests 

between coworkers. Therefore, communication patterns deal with the formal and 

informal communication among employees within the organization in order to get work 

done and thus it has its own effect on employee’s performance in the manufacturing 

sector (Rogers, 2013). 

In manufacturing businesses, communication flows through certain communication 

structures (directions). According to Kovacic and Luzar (2011) structure is one of the 

features of the communication network characteristics because each communication 

network has its own structure representing patterned communication flows in an 

organization. Therefore, according to Atambo and Momanyi (2016), the three important 

communication structures are the downward, upward, and horizontal (lateral) 

communication. Additionally, diagonal communication is another communication 

structure in an organization (Wilson 1992). It takes place between employees that are in 

different organizational levels and are not in direct relationship in the organizational 

structure (Spaho, 2012). These vertical (downward and upward), horizontal, and 

diagonal communication structures interconnect employees in the manufacturing 

businesses and affect employee performance (Kovacic & Luzar, 2011). 

Another important aspect of communication is the communication medium. According 

to Johns (as cited in Owusu-Boateng & Jeduah, 2014), organizational communication 

involves a medium in order to transfer information from the sender to the receiver. This 

medium could be through a telephone call, a paper; as in a letter or a memo and any 

other desired means such as face-to-face, email, intranet, etc. This indicates that 

communication medium plays a role in organizational communication because it 

supports effective communication to occur in an organization. Welch (as cited in Men & 
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Hung-Baesecke, 2015) noted that effective communication depends on suitable 

messages delivered in forms that are acceptable and functional to employees. The 

medium must be fit and with a capacity to transmit the message appropriately from the 

sender to receiver. This indicates that employees are required to choose the right 

communication medium in order to make any message understood and heard. Lengl and 

Daft (1988) pointed out that a communication medium can enhance or distort the 

intended message. Therefore, appropriate medium must be used in order to exchange the 

right information so that an employee can use that information to perform his/her work.   

In addition to the above aspects, communication climate has its own role for effective 

communication and employee performance. Communication climate refers to the 

environment in which communication occurs. According to Pace (as cited in Nordin et 

al., 2014, p.1047), “communication climate conceptually consists of employees’ 

perceptions of the information flow and the climate in which the communication 

occurs.” Communication climate can be seen either in open or closed climate. In an open 

climate, information flows freely but it is blocked in a closed communication climate 

(Nordin, 2014). As Rosenberg and Rosestein (as cited in Nordin et al., 2014, p.1048) 

stated that “open communication enhances productivity as well as profitability towards 

an organization whereas closed communication can weaken productivity.” This is 

because an open communication climate enables employees to exchange or share 

pertinent information in order to execute their tasks, which is not possible in a closed 

communication climate. Therefore, it is relevant to consider communication climate in 

this study. 

According to Nwata, Umoh and Amah (2016), an integrated organizational 

communication is needed for sustainable employee performance to be achieved because 

the inadequacy in organizational communication leads to poor employee performance. 

In the current economy and business competition, effective communication is becoming 

more important now than ever before in order to increase employees performance in 
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manufacturing sector (Nwata et al., 2016). Roberts and O'Reilly (as cited in Jain, 2016) 

also notified that if communication is good in an organization, an organization's 

performance, which is a sum of employees performance, will also be good. Therefore, 

an integrated organizational communication that constitutes of the communication 

patterns, communication structure, communication medium, and communication climate 

can have an influence on employee performance in manufacturing businesses. 

In relation to employee’s performance, according to Balyan (as cited in Nwata et al., 

2016), organizations are set up to accomplish specific goals. For these goals to be 

accomplished, the performance of employees in executing tasks becomes very crucial. 

However, employee performance must be subject to performance measurement. 

According to the Research Team, Development of Accountability System for 

Performance Government (as cited in Hikmah, 2015, p.120), “performance is the degree 

of effectiveness and efficiency” and hence, employee’s performance is measured using 

work effectiveness and efficiency in producing the intended products. In the 

manufacturing sector, work effectiveness and efficiency are further characterized with 

the quality and quantity of work achieved by an employee in accordance with the task 

given to the employee respectively (Hikmah, 2015). However, as Olamigoke (as cited in 

Nwata, et al., 2016) described that employee’s performance couldn’t be enhanced 

without communication with one another because communication permits employees in 

an organization to give and receive information. Therefore, it is relevant to consider 

employee performance as dependent variable to organizational communication in this 

study.  

According to Signe (2018), manufacturing sectors are broadly understood as 

fundamental paths to economic growth and development of a country. They are driving 

sustainable growth and jobs among other objectives. Therefore, it was important to 

choose manufacturing businesses and particularly the manufacturing businesses in 
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Eritrea for this study. This is because the manufacturing businesses in Eritrea also 

contribute to gross domestic product (GDP) and economy growth of the country.  

The manufacturing sectors of Eritrea constitute 5.9% to the overall GDP (Nyende & 

Mugisha, 2017). However, a contribution of just 5.9% to the GDP of Eritrea is low and 

cannot contribute significantly in sustaining the economy of the country. The low 

contribution of the manufacturing sector to GDP in Eritrea can be related to a number of 

factors such as organizational communication. This is because organizational 

communication among other factors can play an important role in the performance of a 

manufacturing sector (Femi, 2014; Rajhans, 2012). Further, since the performance of a 

manufacturing sector is the sum of individual employee performance, in order to 

increase the performance of the manufacturing sector requires improving employee 

performance. Therefore, since employee performance cannot be enhanced without 

effective communication in the manufacturing businesses (Nwata, et al., 2016), it is 

important to examine the influence of organizational communication on employee 

performance in selected large manufacturing businesses in Eritrea. 

1.2 Background of the Eritrean Manufacturing Businesses 

According to Teclegiorgis (as cited in Weldeghiorgis, 2004), the history of modern 

manufacturing industries in Africa began with colonialism. It is the same to Eritrean 

manufacturing sector. Eritrea was colonized by Italy during 1890-1941 (until Second 

World War). In the first decades of colonization, Italy was focusing on building 

infrastructures such as roads and railways. Soon after, manufacturing business was 

started in the 1930s. Although Eritrea was under British administration during 1942-

1952 when the British defeated Italy in the Second World War in Eritrea, Eritrea had 

well-developed and competitive manufacturing sectors by early 1950s. Since the late 

1950s, however, an uncertain political environment created by Ethiopian colonialization 

had negatively affected the industrial sector in Eritrea.  
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During the Ethiopian colonialization from 1952-1991 (1991- Eritrea attained its 

independence through military resistance and in 1993 official independence of Eritrea 

through referendum), the existing foreign and domestic manufacturing enterprises was 

nationalized. Some of them were transferred to Ethiopia and new private investments 

were banned. Despite this, enduring poor conditions of the manufacturing sectors at the 

time of independence, Eritrean manufacturing businesses long-term growth and 

development prospects are good. According to the Government of Eritrea (as cited in 

Weldeghiorgis, 2004),  given the good prospects, a committed and motivated workforce 

(competent, educated and trained), favorable natural resources to population ratio, 

Eritrea has the potential of achieving rapid and sustainable economic growth. For 

instance, the Eritrea’s gross domestic product (GDP) growth was estimated at around 

9% in the 2011-12 periods (World Bank, 2016). However, as Nyende and Mugisha 

(2017) pointed out that the Eritrea’s real GDP was noted be on the decline in the last few 

years although the manufacturing businesses are still functioning and contributing to the 

economy of the country. 

According to the manufacturing establishment of the Ministry of Trade and Industry (see 

Appendix 3), there are 27 large manufacturing businesses throughout the country. Their 

distribution is associated with the colonialism. As a result, 17 (63%) of the 

manufacturing businesses are located in central region of Eritrea, 5 (19%) in Northern 

Red Sea province, 3 (11%) in South province and 2 (7%) in Anseba province. Therefore, 

this study considered the manufacturing businesses that are located in the central region 

of Eritrea because the region holds 63% large manufacturing businesses and thus 

contribute more for the GDP of the country. 

1.3 Statement of the Problem 

According to Balyan (as cited in Nwata et al., 2016), organizations are set up to 

accomplish specific goals. For these goals to be accomplished, the performance of 

employees in executing tasks becomes very crucial. However, business organizations all 
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over the world are facing challenges (Femi, 2014; Rajhans, 2012). The challenge is on 

how to increase productivity in terms of producing the required quantity and quality of 

products that are competitive in the global market (Kovacic & Luzar, 2011). This means 

that in order to stay profitable in the highly challenging and competitive global market 

economy, business organizations need to ensure that employees are performing as 

intended (Femi, 2014; Rajhans, 2012). In order to achieve high level of employee 

performance, organizational communication among other factors can play an important 

role (Femi, 2014; Rajhans, 2012). 

In today’s organizations, organizational communication has become far more complex, 

varied and become an important factor for overall organizational functioning and 

success (Mutuku, 2014). The way employees communicate is reflected in performance 

of the employees (Rajhans, 2012). In today’s globalization and technological 

advancement, effective communication is a pre-requisite for organizational stability and 

success (Bhata & Balani, 2015). Therfore, in this global economy and business 

competition, effective communication is becoming more important now than ever before 

in an organization in order to increase employees performance (Nwata et al., 2016). 

According to Olamigoke (as cited in Nwata, et al., 2016), employee performance cannot 

be enhanced without effective communication or interactions with one another. As a 

result, there are manufacturing companies that improved employee performance through 

effective organizational communication. For instance, Vanaz Engineers Ltd. based at 

Pune, India implemented various effective organizational communication practices that 

contributed to increase employee performance through employee motivation (Rajhans, 

2012). Similarly, if there is inadequate or ineffective organizational communication, 

there will be poor employee performance (Nwata, et al., 2016). Therefore, effective 

organizational communication has a role in improving employee performance in the 

manufacturing sector.  
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According to Nyende and Mugisha (2017), the contribution of the manufacturing 

businesses in Eritrea to the GDP has been going down and this affects the economy. The 

contribution of the manufacturing sectors of Eritrea to the overall GDP constitutes 5.9%, 

which is low and cannot sustain the economy. This means that the performance of the 

manufacturing businesses in Eritrea is low. Therefore, because the performance of the 

manufacturing businesses is the summation of the individual employee performance, the 

performance of employees of the manufacturing businesses in Eritrea is low and must be 

improved. 

According to Abugre (2011), organizational communication is very essential in all 

dimensions of the organization’s performance. Thus, when organizational 

communication in the manufacturing businesses in Eritrea is effective, then the 

performance of employees will increase. Consequently, the manufacturing businesses 

can play their role in stabilizing the economy Eritrea. Therefore, it was important to 

examine the Eritrea manufacturing businesses from organizational communication 

perspective. It was thus relevant to conduct a research on the direct influence of 

organizational communication on employee performance in selected large 

manufacturing businesses in Eritrea.   

1.4 Objectives of the Study  

1.4.1 General Objective 

The general objective of the study was to examine the influence of organizational 

communication on employee performance in selected large manufacturing businesses in 

Eritrea 

1.4.2 Specific Objectives  

The study will be guided by the following specific objectives: 

1. To establish the influence of communication patterns on employee performance 

in selected large manufacturing businesses in Eritrea. 
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2. To examine the influence of communication structure on employee performance 

in selected large manufacturing businesses in Eritrea. 

3. To determine the influence of communication medium on employee performance 

in selected large manufacturing business in Eritrea. 

4. To investigate the influence of communication climate on employee performance 

in selected large manufacturing businesses in Eritrea. 

1.5 Research Questions  

The research seeks to answer the following questions: 

1. What is the influence of communication patterns on employee performance in 

selected large manufacturing businesses in Eritrea? 

2. What is the influence of communication structure on employee performance in 

selected large manufacturing businesses in Eritrea? 

3. What is the influence of communication medium on employee performance in 

selected large manufacturing businesses in Eritrea? 

4. What is the influence of communication climate on employee performance in 

selected large manufacturing businesses in Eritrea? 

1.6 Justification of the Study 

This study is about the influence of organizational communication on employee 

performance in selected large manufacturing businesses in Eritrea. It aimed of 

exaaminig the direct influence of communication on employee performance in the 

manufacturing sector. Communication is not only used as a tool to get information but 

also as a means of increasing producttivity in the manufacturing businesses. This is 

because efficient and effective communication practices have become more important in 

all business organizations for greater employee performance (Rajhans, 2012). In 

addition, accurate, relevant, clear, and timely information is determinant for employee 

achievement in the manufacturing sectors. However, effective communication is 
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dependent on effective information flows in terms of patterns and directions (structure), 

communication medium used by the employee as well as the communication climate in 

which communication takes place. In this sense, this study would contribute to the 

theoretical concepts of communication as a field. 

Organizational communication is becoming an important factor in the manufacturing 

businesses for improving employee performance (Kumar & Giri, 2009). However, according to 

Atambo and Momanyi (2016), effective communication leads to increasing employee 

performance while ineffective communication is detrimental for employees and leads to 

poor performance. This indicates that the challenge is to make organizational 

communication effective in order to increase employee performance in the 

manufacturing businesses. Therefore, this study will help the manufacturing businesses to 

overcome the challenges by pointing out that suitable communication climate, the use of 

appropriate medium, and improving the effectiveness of the communication patterns, 

and having effective structures to suit effective information flows are important in order 

to have effective organizational communication. Effective organizational 

communication enables employees to exchange and use information to perform or 

execute their tasks more efficiently and effectively. Therefore, it is important to conduct 

this study in order to address the challenges facing manufacturing businesses so that 

there will be effective communication and thus increasing employee performance. 

In addition, according to Abugre (2011), the subject of organizational communication is 

gaining interest as it is very essential in all dimensions of the organization’s 

performance. Therefore, this study will also benefit the scientific community. The study 

fills in the existing knowledge gap in terms of the direct influence of communication on 

employee performance and at the same time creates a new way of thinking that require 

further research. It will therefore help the academic aspects in the field of 

communication and will serve as a basis for the purpose of further research in the field 

of communication. Therefore, it is relevant to conduct this study since it contributes to 
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the theoretical concepts of communication as an academic and research field and to the 

manufacturing business in terms of adjusting their communication systems in the 

organization in order to improve and achieve the intended performance of employees 

and thus also increase and improve production.  

1.7 Scope of the Study 

This study dealt with the selected large manufacturing businesses in Eritrea in relation to 

organizational communication and employee performance. Therefore, the study area was 

in Eritrea and considered the large manufacturing businesses located in the central 

region of Eritrea. The reason for selecting Eritrea is to benefit country from the study in 

addressing the challenges facing the large manufacturing businesses in Eritrea in 

producing the required quantity and quality of products so that they will contribute more 

to the GDP and economy. In addition, the 17 (63%) out of the 27 large manufacturing 

businesses were located in the central region, that is 75% of employees of the 

manufacturing businesses in Eritrea were in this region. Also, these large manufacturing 

businesses in the central region are the highest contributors to the GDP and economy of 

Eritrea. 

The researcher examined the direct influence of organizational communication on 

employee performance in these selected large manufacturing businesses in terms of 

achieving the desired efficiency and effectiveness in producing the intended products. 

Therefore, the study considered the communication patterns, communication structure, 

communication medium, and the communication climate as independent variables while 

employee performance as dependent variable. This study considered only 

communication among employees within the organization using of these identified 

variables and thus did not deal with external communication. 

In relation to the theoretical scope, this study was basically dealing with organizational 

communication, thus it was important to consider theories in communication to guide 
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the study. Therefore, the theories that are applicable to guide this study were the human 

relation theory, the media richness theory, the social network theory, the structuration 

theory, and the theory of performance. 

The research design for this study was the convergent parallel mixed methods design 

because the study considered both the quantitative and qualitative data. The finding of 

both the quantiatative and qualitative analsysis were triangulated when appropriate. 

Further, this research was dealing with selected large manufacturing businesses in 

Eritrea. Therefore, the target population of this study was employees of the selected 

large manufacturing businesses in Eritrea. The total population size was 4175 

employees. For the quantitative aspects, a sample size of 365 employees of the selected 

large manufacturing businesses was considered. A proportionate stratified random 

sampling technique was used to select employees. The sample sizes for each selected 

large manufacturing business was determined proportionately. For the qualitative 

aspects (interview), a purposeful sampling technique was used. Considering the concepts 

of “information power” and “grounded theory methodology,” a sample size of 25 

employees was considered for interviews in this study. 

In regard to data collection, data was collected through questionnaires and interviews 

from employee of the selected large manufacturing businesses. The collected 

quantitative data was then analyzed using both descriptive (percentage) and inferential 

statistical analysis (correlation, regression and ANOVA) technigues. SPSS was used as a 

tool for the statistical analysis. The qualitative analysis was done based on the identified 

themes as summarized and narrated.  

1.8 Limitations of the Study 

The study was limited in terms of its scope, i.e., in terms of the geographical coverage 

and number of manufacturing businesses considered. Only large manufacturing 

businesses located in the central region of Eritrea were considered. In addition, the study 
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was limited contextually, i.e., this study considered only internal communication and not 

external communication. The other important limitation of this study is that the study 

used cross-sectional survey method, which is not helpful to determine the cause-effect 

relationships. It is thus only determines the association between the variables at the point 

in time. Furthermore, this study used only primary data collected directly from the 

respondents.  

The study was again limited in the number of manufacturing businesses considered in 

Eritrea. From the 17 large manufacturing businesses located in the central region of 

Eritrea, only 14 manufacturing businesses were considered because ZAER Textile were 

not ready to cooperate, Natsinet Enterprise Textile was not function during the 

prelimanery assessment, and Saba Shoe factory was used for piloting. In addition, the 

researcher couldn’t be able to collect data from three manufacturing businesses since 

two were not cooperative while one manufacturing businesses was not functioning at the 

time of data collection period. Therfore, the study was limited since data was collected 

from 11 large manufacturing businesses.  

The study was also limited in terms of the challenges faced in conducting the research. 

The challenges were in terms of getting reference materials on similar studies in Eritrea. 

Specifically, the researcher couldn’t be able to get enough research materials on similar 

empirical studies relating to communication medium and employee performance. Thus, 

the study was conducted on limited reference materials.  

However, it is important to note that the use of both quantitative and qualitative methods 

helped the study to be more comprehensive and useful. The use of quantitative and 

qualitative methods enabled to collect the required data that can explain and address the 

research questions.  
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

This chapter critically reviews literature that is pertinent to the study. It reviews 

literature that is related to the organizational communication and employee performance 

in business organizations and the studies done in this area. The chapter begins with 

discussing and reviewing in detail the theoretical framework that is relevant to the 

problems that are being investigated focusing on how the theories apply to the research 

problems. The chapter also presents the conceptual framework in terms of the 

independent and the dependent variables. Further, it discusses the empirical reviews, 

critiques of existing literature, the research gaps, and provide a summary of key issues in 

this chapter.   

2.2 Theoretical Framework 

This study is about the influence of organizational communication on employee 

performance. Therefore, the study was guided by the relevant communication theories. 

The theories that are identified and applicable to this study are the human relation 

theory, the media richness theory, the social network theory, structuration theory, and 

the theory of performance.  

2.2.1 Human Relation Theory (HRT) 

The human relations theory (HRT), according to Perry (as cited in Tirintetaake, 2017), 

was profound by Elton Mayo to prove that employees are more significant in 

productivity and not machines, and to address the problem that Taylors’ “scientific 

management theory (SMT)” was faced. According to Chand (as cited in Tirintetaake, 

2017), The SMT was introduced aiming of increasing productivity and reducing labor 

cost and thus, scientific management means knowing exactly what you want men to do 
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and then see they do it in the best and cheapest way. However, as Chand (as cited in 

Tirintetaake, 2017) described that HRT emphasizes that employees are human beings 

and should be treated as human beings, not as machines. HRT noted that employees are 

human and they should be treated as human beings, and work as a group by forming 

relationships among them. This means that employees are the main assets of an 

organization and are therefore hugely valuable to the organization’s performance and 

success. 

The HRT consists of certain features. The main once, according to Tirintetaake (2017), 

are the individual employee, informal organizations, and participative management. 

Individual employee refers to employees, in terms of their skills, as the main assets of 

the organization and should be respected in their workplace and can be linked to high 

performance. In relation to informal organizations, according to Chand (as cited in 

Tirintetaake, 2017), this feature of HRT refers to the informal social aspects of 

employee. It considers the building of communication channels through the formation of 

groups and relationships among employees to strengthen their performance 

(Tirintetaake, 2017). Thus, as Banerjee (2012) pointed out that the formation of formal 

and informal groups as well as building communication channels leads to a relation-

oriented rather than a task-oriented style of leadership. Thus, this feature indicated that 

the formation of formal and informal relationships among employees can facilitate 

communication. 

With reference to participative management, the HRT theory noted that the involvement 

of individual employee in decision-making process, and as a result employee can have 

an input and understand what and how the decision could affect them in executing their 

tasks. According to Chand (as cited in Tirintetaake, 2017), the most crucial part for 

effective decision is the involvement of individual employees through their group and 

informal leaders and when employees become aware that they might be affected from 

the decision. Hence, this indicates that the HRT noted the two-way communication in 
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participative management and consequently employees can perform efficiently and 

effectively.  

Considering these features, just like the name of the theory indicates, according to Eadie 

(2009), the ultimate results of the HRT is the most important factor influencing 

productivity is not a machine but the relationships among employees since the quality of 

relationships directly influences the ability of employees to perform tasks. At the same 

time, such relationship among employees enables them to share any information that is 

needed in performing their tasks. Therefore, the HRT assumes that communication 

among employees is one of the most important factors that lead to effective employee 

performance, which in return leads to effective organizational performance. 

In addition, according to Wrench et al (as cited in Atambo & Momanyi, 2016), the 

human relations approach is important since the two-way communication is encouraged 

in an organization. It is also true that workers want to have their voice heard and provide 

input in their tasks. Therefore, the HRT can be applied practically in an organizational 

context by encouraging communication among employees that lead to improved 

performance of employees and the organization (Atambo & Momanyi, 2016).  

Therefore, HRT theory can be applied to this study because it encourages effective 

communication through the formation of groups and relationships (formal and informal 

relationships) among employees that leads to better performance. This theory is 

therefore relevant to this study.  

2.2.2 Media Richness Theory (MRT) 

Media Richness Theory (MRT) was introduced in 1984 by Richard L. Daft and Robert 

H. Lengel. It was developed based on the concept of information richness. According to 

Daft and Lengel (1986, p.560), “Information Richness is defined as the ability of 

information to change understanding within a time interval.” This implies that a 

communication that clarifies ambiguous issues and change understanding in a timely 
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manner is considered richer, whereas communication that takes a longer time to convey 

or change understanding is less rich. Hence, richness refers to the learning capacity of 

communication (Daft & Lengel, 1986). Therefore, according to Daft and Lengel (as 

cited in Dennis & Valacich, 1999), MRT is sometimes called Information Richness 

Theory.  

MRT can also be defined as the ability of the media to convey information that would 

change understanding within a time interval. Daft and Lengel (as cited in Dennis & 

Valacich, 1999, p.1) stated that “MRT proposes that task performance will be improved 

when task needs are matched to a medium's ability to convey information.” This implies 

that MRT can provide a framework for describing a communication medium's ability to 

reproduce the information sent over it without loss or distortion. 

According to MRT theory, the media used during communication do not have the same 

capacity to transmit information between the sender and receiver. Some are better than 

others. According to Daft, Lengel and Trevino (as cited in Dennis & Valacich, 1999), 

considering whether the information is used in situations of uncertainty or equivocality, 

certain media are better able to transmit information. Uncertainty exists when there is a 

framework for interpreting a message but there is a lack of information to process, 

whereas equivocality exists when there are multiple interpretations for the information 

with which it is interpreted. Hence, rich media makes it possible for the reduction of 

equivocality, whereas low in richness are less appropriate in resolving equivocal issues 

because they process low cues and restrict feedback. However, media of low richness 

are appropriate for well understood messages or are best suited to tasks of uncertainty 

(Daft & Lengel, 1986). 

The MRT theory indicates that communication media vary in the capacity of richness to 

convey information. The main reasons for richness difference are the medium's capacity 

for immediate feedback, the number of cues and channels utilized personalization, and 

language variety (Daft & Lengel, 1986). Similarly, Dennis and Valacich (1999) noted 
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that media varies in terms of their ability to convey and change understanding. 

According to Dennis and Valacich, richer media are those with a greater language 

variety (the ability to convey natural language rather than just numeric information), a 

greater multiplicity of cues (the number of ways in which information could be 

communicated such as the tone of voice), a greater personalization (ability to personalize 

the message), and more rapid feedback. According to these criteria, Daft and Lengel 

(1986) pointed out that face-to-face is the richest medium followed by telephone, 

personal documents such as letter or memo, impersonal written documents such as 

report, and numeric documents. For instance, face-to-face channel is arguably the richest 

type of media because of its immediate feedback, and also because it provides multiple 

cues through body language, tone of voice, and the content of the message is expressed 

in natural language.  

However, MRT theory not only applies to the traditional media, but also applies to the 

new media, such as the electronic media like email, social media, etc. Dennis and 

Kinney (1998) noted that the media richness theory is perhaps the most influential media 

theory for the new media (i.e. Information and Communication Technology). According 

to Dennis and Kinney (1998), initially, MRT did not consider the new media but they 

have been retroactively fit into the theory’s framework because the theory refers to the 

capacity of a medium to transmit information between the sender and receiver.   

Basically, according to Daft and Lengel (as cited in Dennis & Valacich, 1999) media 

richness theory was developed to theorize which media should prove most effective and 

under what situations. Similarly, Dennis and Kinney (1998) noted that MRT is a theory 

of media use, not media choice. However, Dennis & Kinney explained that the first 

empirical test of MRT by Daft, Lengel, and Trevino in 1987 was not about the effects of 

media use but about media choice and matched the predictions of MRT. Therefore, 

MRT is related to the media choice and use by employees in an organization.   
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Therefore, as organizations use a variety of communication media in relation to the 

organizational context, the media richness theory suggest that employees should use 

appropriate media in terms of the richness of the media and the message that need to be 

processed. In a sense, a rich media is preferable to non-routine tasks or for equivocality 

and less rich media to routine tasks where the message is well understood or for 

uncertainty. Thus, MRT is applicable to this study in the way that employees of 

manufacturing business use different media to communicate effectively by choosing the 

appropriate media (rich media). Therefore, MRT is relevant to communication medium, 

which is one of the variables in this study. Hence, it is relevant to consider and be guided 

by the media richness theory in this study. 

2.2.3 Social Network Theory (SNT)  

According to Halgin (2012, p.3), a network consists of a set of nodes (actors) linked 

with a set of ties of specified type (such as friendship). The nodes are individuals or 

collectives of individuals that are interconnected through a pattern of ties or shared 

endpoints. These patterns of ties that link nodes in a network create a particular 

structure. The nodes occupy positions within the structure. Therefore, a network can 

simply be defined as a strcutrure of the interconnections of nodes along with the specific 

ties that connect them. 

Having defined what a network means, according to Larsen and Eargle (2015), the social 

network theory refers to the social structure of relationships around a person, group, or 

organizations. It views the social relationships in terms of nodes and ties. Nodes are the 

individual actors within the networks, and ties are the relationships between the actors. 

The power of the social network theory stems from the assumption that the attributes of 

individuals are less important than their relationships and ties with other actors within 

the netweork. This is a different view from traditional sociological studies (Larsen & 

Eargle, 2015). This means that the ability of individuals to succeed rests much within the 

structure of their network. 
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Another alternative view of the social network theory, according to Haythornthwaite 

(1996), is that regular patterns of information exchange can be considered as social 

networks, in which actors as nodes and information exchange relationships as ties. In 

such a social network, the flow of information among the actors is structured by the 

information exchange relationship. Haythornthwaite (1996) explained that information 

exchage relationships indicates that the kinds of information being exchanged, with 

whom, and to what extent.  This implies that individuals as actors will be exposed to 

particular kinds of information in the network. The patterns of exchange of information 

in networks indicate the flow of information around an environment and how actors 

position themselves to facilitate and control the information flow.  

 In relation to organizational communication, the SNT deals with the communication 

network of an organization. It considers the formal and informal communication patterns 

within an organization. These communication patterns, as Haythornthwaite (1996) 

noted, can be used to explain several organizational phenomena. For instance, the place 

employees have in the communication network (as described by their relationships) 

influences their exposure to and control over information. This means that, according to 

the theory, communication takes place within these communication networks among 

employees in an organization. Therefore, communication network here refers to 

interconnected individuals who are linked by patterned communication flows (formal or 

informal).  

Moreover, Tayo and Olamigoke (as cited in Nwata et al., 2016) described that “human 

societies are characterized by a network of interactions.” This implies that there is no 

interaction between individuals without any form of communication. This further 

implies that the performance of employees cannot be enhanced without communication 

or interactions with one another because employees in an organization are linked 

through communication (Nwata et al., 2016). Employees in an organization would be 

isolated and will have nothing to do with one another if there is no communication, 
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which is not a good scenario. Indeed, employees do relate or interact with one another. It 

is this communication that facilitates the exchange of information among employees that 

eventually influence positively their performance. In other words, “organizational 

communication networks are possible remedies to actualize employees’ performance” 

(Nwata et al., 2016, p.90).  

Haythornthwaite (1996, p.336) pointed out that “strong, close connections between 

network members promote free exchange of information among network members.”  

Therefore, the SNT theory is relevant to this study of organizational communication and 

employee performance. It relates to a variable of this study, such as the communication 

patterns, because it demands strong relationship among employees for the free flow of 

information in the manufacturing businesses. 

2.2.4 Structuration Theory (ST) 

Whittington (2015) described that structuration theory (ST) originated from series of 

books by Anthony Giddens, which are New Rules of Sociological Method (1976), 

Central Problems of Social Theory (1979), and The Constitution of Society (1984). 

Similarly, McPhee, Poole, and Iversont (2014) pointed out that the ST was rooted in the 

series work of Anthony Giddens (1976, 1979, 1984, 1987, 1990, and 1991). McPhee et 

al. (2014) further described that the basic principles of ST were formulated by Giddens 

work of 1979 and 1984. However, the most extended and systematic statements of the 

ST was outlined in the book of The Constitution of Society (1984) (Whittington, 2015). 

Therefore, in the 1980s, ST was first applied to organizational communication (McPhee 

et al., 2014). 

According to McPhee et al. (as cited in Puntnam & Mumby, 2014), ST is a critical 

system theory that accounts for an underlying generative structure, rules and resources 

that are mobilized in action by agents (humans) to produce and reproduce a system 

(structuration) . “A system is an observable pattern of relationships among actors” 
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(Puntnam & Mumby, 2014, p.75). It is a system of human practices, where practices are 

patterns of activities that have meaning for participants (Wrench, Punyanunt-Carter & 

Mark, 2012). According to Puntnam and Mumby (2014), structures are the rules and 

resources on which actors depend on to carry out their practices and it defines the 

patterns that constitute systems. Rules are principles that guide activity, whereas 

resource is anything that facilitates activities that include material (budget, tools) or 

nonmaterial (information, knowledge, traditions) items. However, “structuration refers 

to the production and reproduction of a social system in interaction. It is the process 

through which structures are constituted. Production means that agents draw on 

rules/resources to act meaningfully; and reproduction implies that the acts maintain or 

transform those rules/resources” (Puntnam & Mumby, 2014, p.76). 

In the ST theory, concepts of agency, structure, and structuration are important and have 

an intrinsic importance to practice. Giddens (as cited in Whittington, 2015) noted that 

the human agency conception affirms that people’s activity matters because practice 

makes a difference to outcomes, the notion of social structure allows for both constraint 

and enablement, and the concept of structuration brings together structure and agency to 

give them flow and continuity. Further, Wrench et al. (2012) noted that structure and 

agency are a duality. Humans create a structure through their actions, but at the same 

time, they reproduce the structure by acting within it. Therefore, “in the duality 

structuration, structure is both a medium of interaction and its outcome” (Puntnam & 

Mumby, 2014, p.76). A structure not only constrains action but also enables it, even as 

action produces and reproduces the structure. Thus, it is the process of structuration, 

which gives the theory its name. However, in ST, structure refers to the 

interrelationships between practices (Wrench et al., 2012). 

McPhee et al. (as cited in Puntnam & Mumby, 2014) viewed an organization as a 

system. If so, based on ST as a system theory, organizational systems are composed of 

human practices including the practices that structure an organization’s climate. McPhee 
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and Poole (as cited in Littlejohn & Foss, 2008) noted that climate as the general 

collective description of the organization that shapes members expectations and feelings 

through which the organization perform. Therefore, members of the organizations enact 

climate as they go through their daily activities.  

Climate is thus structurationally a collective attitude that continually produced and 

reproduced by the organizations member’s interaction. Therefore, climate is a product of 

ST. It is both the medium and outcome of interaction, but in turn affects and constraints 

practices (Littlejohn & Foss, 2008). In other words, members of an organization engage 

in social interactions without full awareness of how their actions impact the larger 

picture. Thus, individuals not only create a climate through their actions but their actions 

are in turn shaped by that climate through the processes of structuration (Wrench et al., 

2012). This is the reason why ST can be defined as a process in which the unintended 

consequence of actions create norms, rules, roles and other social structure that contain 

or affect future action (Littlejohn & Foss, 2008). Therfore, this means that ST is highly 

related with the climate as it is produced and reproduced by the human practices.  

ST theory has duality. Based on structure in action model that is developed by Bisel’s in 

2010, communication is a dually action and structural reproduction (Puntnam & 

Mumby, 2014). Therefore, in a similar argument like the one above, communication 

climate is the product of ST because employees in manufacturing business create a 

climate through their actions; their actions are in turn shaped by that climate through 

processes of structuration. Communication climate influences employee’s 

communicative attitudes as open/positive climate foster interaction and information 

exchange, and closed/negative climate hinders it. The communication climate created by 

the employee’s actions, norms, rules, roles and other social structure affects future action 

of employees that in turn affect their performances. 

Therefore, ST is applicable to organizational communication climate because 

communication climate is produced and reproduced through the proesses of 
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structuration. ST theory is thus relevant to guide this study because communication 

climate is one of the independent variables in ths study. 

2.2.5 Theory of Performance 

The origin of the theory of performance is most associated with the work of Richard 

Schechner in 1970-1976 (Sidnell, 1991). According to Schechner (2003), performance is 

an inclusive term that includes performance in everyday life such as greetings, display of 

emotions, professional roles, sports, theaters, dances, ceremonies, and performance of 

great magnitude. However, the theory of performance in relation to performance in an 

organization is related or referred to the perceived relationship between different 

performance dimensions that include performance results and organizational 

performance, which is outcomes (Krausert, 2009). According to Krausert (2009), 

performance results or outputs are immediate and tangible consequences of behaviors 

whereas outcome is organizationally relevant consequences related to employee 

performance that can be influenced by other factors including competitiveness in 

markets.  

The theory of performance explains that to perform is to produce valuable results 

through a complex series of actions that ingrate knowledge and skills (Elger, 2007). A 

performer is an individual or a group of people working in collaboration to produce the 

results (Elger, 2007). This implies that an individual employee performance in an 

organization is important because the employee is the performer. It can therefore be 

noted that employee performance refers to an individual’s work achievement after 

applying the required knowledegea and efforts on the job (Pradhan & Jena, 2017). Thus, 

the performance of an individual employee is related to their work related behaviors or 

actions that results to outputs and outcomes (Krausert, 2009; Bose, 2018). 

Performance is a multi-dimensional concept that includes task performance and 

contextual performance (Sonnentag & Frese, 2002). Borman and Motwidlo (as cited in 



27 

 

Sonnentag & Frese, 2002) explained that task performance refers to an individual’s 

proficiency in performing activities that contribute to the organization’s technical core 

whereas contextual performance is related to activities that contribute to the 

organizational goals. According to Borman and Motwidlo, task performances are direct 

results in case of production workers and indirect in case of management and personnel 

workers but contextual performance relates to being cooperative, being reliable member, 

providing suggestions on how to improve work procedures, and so on. However, 

according to Campbell et al. (as cited in Sonnentag & Frese, 2002), behaviors or actions 

that can be scaled or measured are considered to constitute performance.    

It can therefore be noted that the theory of performance is relevant to employee 

performance in the manufacturing sectors because employee performance produce a 

direct result (task performance) that can be measured in terms of productivity, that is, 

quantity and quality of products (Hikmah, 2015). Hence, this theory of performance is 

applicable in this study as the study considered employee performance as a dependent 

variable. Therefore, it is relevant to apply and be guided by the theory of performance in 

this study. 

2.3 Conceptual Framework 

A conceptual framework is a network of interlinked concepts where these interlinked 

concepts all together provides a comprehensive understanding of a phenomenon 

(Jabareen, 2009). This means that as Miles & Huberman (as cited in Ngulube, Mathipa 

& Gumbo, 2015) pointed out that a conceptual framework lays out the key factors, 

constructs, or variables, and presumes relationships among them. Van Der Walt (as cited 

in Ngulube, et al., 2015) also stated that a conceptual framework explains either 

graphically or in a narrative form outlining the main dimensions to be studied - the key 

factors, constructs, or variables, and presumes relationships.  
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The conceptual framework of this research study is presented in graphical and narrative 

forms to show the variables under study and their relationships. As depicted in Figure 

2.1, the variables are in two categories: independent variables and dependent variable. 

The independent variables are communication patterns, communication structure, 

communication medium, and communication climate, and the dependent variable is 

employee performance.  

Figure 2.1, therefore, illustrates the conceptual framework of this study in relation to the 

direct influence of organizational communication on employee performance in 

manufacturing businesses. It shows the direct influence of the independent variables on 

the dependent variable. Thus, it shows the direct influence of the communication 

patterns in terms of formal and informal communication; the communication structure in 

terms of vertical (downward and upward), horizontal, and diagonal communication; the 

communication medium in terms of oral communication, written/print, and electronic 

media; and the communication climate in terms of open and closed communication 

climate as independent variables on the dependent variable: employee performance, 

which is measured in terms of work efficiency and effectiveness. Work efficiency and 

effectiveness are further measured in terms of quantity and quality of products 

respectively. 

Therefore, these independent variables constitute the organizational communication and 

each independent variable can influence employee performance in manufacturing 

businesses because these variables enable an employee to send and receive information 

related to tasks. Hence, an integrated organizational communication should constitute 

these four independent variables.  
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2.4 Review of Variables 

From the conceptual framework of this study, the main variables that would be 

examined in this study are the communication patterns, communication structure, 

communication medium, communication climate, and the employee performance. The 

variables are discussed in detail below.  

2.4.1 Communication Patterns 

Organizational communication has crucial role among employees in manufacturing 

businesses. It includes activities of sending and receiving information or message 

through various layers of authority, using various message systems, and discussing 

various topics of interest (Shonubi & Akintaro, 2016). Thus, in organizational 

communication, there are patterns used to flow information, resources, and policies. 

Therefore, in order to achieve effective communication, manufacturing businesses need 

effective communication patterns for employees to communicate throughout the 

organizational structure. This way  the organization improves the communication flow 

within the entire departmental area for smooth and better functioning of the business and 

also better employee performance. This indicates that communication patterns have their 

own importance in organizational communication and hence have an influence on 

employee’s performance.  

Communication pattern refers to the flow of information in the organization. It deals 

with how information flows in the organization for smooth and better functioning of the 

business. According to Chan Chun Ming (2010), communication patterns allow 

information to transmit through defined channels so that the information can reach 

intended receivers in a timely and efficient manner. In any organization, there are 

communication patterns through which information flows at the organization-wide level. 

According to Shonubi and Akintaro (2016), the patterns of communication are formal 

and informal communication patterns that employees exchange or share information or 
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messages with each other in manufacturing businesses. Formal communication pattern is 

the official paths recognized by management. “It is official, organization-sanctioned 

episodes of information transmission” (Shonubi & Akintaro, 2016, p.1906). It follows 

the formal, established official lines of contact (Richmond et al., 2005). Typically, it 

occurs through defined reporting channels established by the organization’s hierarchy 

structure or management. In addition, according to Chan Chun Ming, (2010), formal 

communication can be described functionally in terms of the types of messages it 

carries. For instance, tasks or production messages are transmitted through the formal or 

official channels that involving task output, job instructions, and performance feedbacks 

(Chan Chun Ming, 2010). Formal communication is often pre-arranged and necessary 

for performing some tasks (Banihashemi, 2011). So, formal communication can help 

employees in communicating clearly. Ineffective or unclear communication is 

detrimental for employees since it leads to poor performance (Atambo & Momanyi, 

2016). Therefore, formal communication can have an influence on employee 

performance in manufacturing business. 

Informal communication, on the other hand, as Mishara (as cited in Chan Chun Ming, 

2010) stated, is a major communication network in an organization. According to 

Subramanian (as cited in Ergen, 2010), it takes place between employees due to some 

relationship or perception of each other as a reliable or knowledgeable member and 

trust. Informal communication creates informal links or networks among employees. 

There is no formal structure in which information flows. This informal link can enable 

employees to make communication effective and powerful. Informal communication 

occurs when the employees are not able to communicate required information to higher 

authorities due to certain reasons or communication barriers. Thus, as Crampton et al. 

(as cited in Ergen, 2010) stated that informal communication takes place when the 

formal communication network has some inconsistencies and vulnerabilities in terms of 

the flow of information within the organization. These inconsistencies and 

vulnerabilities create opportunity for the informal communication to appear. 
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Informal communication involves communication that follows the "Grapevine" 

(Richmond et al. 2005). According to Subramanian (as cited in Ergen, 2010), informal 

communication is called Grapevine. The Grapevine, according to Mishara (as cited in 

Chan Chun Ming, 2010), is the product of social interaction. Crampton et al. (as cited in 

Ergen, 2010, p.7) described that “the Grapevine is linked with the intensity and 

importance of communication to employees; the degree of ambiguity and lack of clarity 

of the communication to employees; an organizational environment that is insecure or 

threatening; and with an organization climate where lack of trust exists among 

employees toward formal communications.” 

The Grapevine arises from social interactions of employees and is faster compared to 

formal communication because it occurs in a personal network. It allows more ideas to 

be generated as a sort of informal link between employees. It helps employees to engage 

in deeper exchange of ideas and information about their work. For instance, Albrech and 

Ropp (as cited in Verma, 2013, p.68) “discovered that workers were more likely to 

report talking about new ideas with those colleagues with whom they also discussed 

work and personal matters, rather than following prescribed channels based upon 

hierarchical relationship.” This shows that informal communication can lead to effective 

communication and can have an impact on employee performance. This is because 

smooth flow of communication among employees may likely create and facilitate high 

performance by employees (Femi, 2014).  

Therefore, communication patterns involve formal and informal communication among 

employees within the organization to get work done. It has its own effect on employee’s 

performance (Rogers, 2013). Hence, it is important to consider communication patterns, 

in terms of formal and informal communication, as an independent variable in this study. 
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2.4.2 Communication Structure 

The other important variable in this study is the communication structure (direction) in 

which information flows within an organization. As Kovacic & Luzar (2011) noted that 

communication networks have different network characteristics such as the structure. 

Each communication network has its own structure of ties that represent the patterned 

communication flows. The structure that interconnects employees affects performance 

and viability (Kovacic & Luzar, 2011). The organizational communication structure 

determines the flow of information within the organization. According to Driskill & 

Goldstein (as cited in Ergen, 2010), it is tied with the organizational structure that is the 

vehicle for accessing and communicating information and defines the nature of 

communication within the organization. Therefore, the communication structure of the 

organization has an influence on employee performance. 

Although organizations adopt their own organizational structure that defines the 

communication structure within the organization, there are four important 

communication structures or directions in which communication among employees takes 

place. These are downward, upward, horizontal, and diagonal communication (Spaho, 

2012). However, the widely adopted communication structures are downward, upward, 

and horizontal communication (Atambo & Momanyi, 2016). The downward and upward 

communications in organizations are also called vertical communication. However, 

diagonal communication is not widely used in an organization (Wilson, 1992).  

Widhiastuti (2012) defined vertical communication as the exchanges of information 

through certain organizational hierarchies and influences the organization's members 

because there are involvements between employees, managers and employees in a 

formal organization. For instance, Widhiastuti explained that managers provide 

important information to employees through the communication structrure of the 

organization. This flow of communication is usually refered as the downward 

communication. Similarly, employees communicate about their work related issues such 
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as work problems, things to be done, how to be done, and work report to the managers. 

This flow of communication can also be referred to as upward communication.  

Nebo et al. (2015) noted that downward communication provides information from 

higher levels to lower levels. Thus, information flows down the chain of authority from 

to-to-down (Chan Chun Ming, 2010). It is designed to provide job rationale or directives 

to produce understanding of the task and its relation to other organizational tasks, to 

communicate about organizational procedures and practices, for feedback to the 

subordinate about performance, and to communicate to foster inculcation of 

organizational goals. Thus, this communication structure is a structure in which formal 

communication takes place between the various levels of management and lower level 

employees (Nebo et al., 2015). 

Downward communication, as Larkin & Larkin (as cited in Verma, 2013) noted, is most 

effective if managers communicate directly with immediate supervisors and immediate 

supervisors communicated with their staff. Increasing the power of immediate 

supervisors leads to increased performance by employees. However, such flow of 

information from the top to lower employee might take time and may affect the 

performance of the lower level employees if they fail to receive information on time. 

Information has value only when it is received on time.  Therefore, this indicates that 

downward communication can have an influence on employee performance.  

On the other hand, upward communication is the communication between the lower 

level employees to top levels following hierarchal structure of authority. Housel & Davis 

(as cited in Ergen, 2010) defined it as the transmission of information from the lower 

levels to the top levels of an organization. Similarly, Zalabak (as cited in Chan Chun 

Ming, 2010) stated that upward communication is where information flows through 

vertical lines of authority but in an upward direction and thus the message is directed at 

the higher management levels. However, according to Ergen (2010, p.6), “upward 
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communication is a process, where employees’ ideas, responses, critiques or plans are 

shared with their superiors and it involves listening.” 

Jablin (as cited in Chan Chun Ming, 2010) indicated that lower level employees engage 

in upward communication through the formal structure when they report about their 

work to their immediate supervisors. This means that upward communication involves 

lower level employees in organizational communication. It promotes employees to 

provide information related to their task to upper levels with the expectation of 

responses that would help them to execute their given tasks in a better way. Therefore, 

involvement of employees through the sharing of information creates a strong potential 

to prompt different aspects of their performance (Ergen, 2010). 

It is therefore noted that communication between management and employees in 

downward and upward communications involves task requirements of a formal 

structure, where the initiation of communication usually arises from the need to handle 

certain tasks (Chan Chun Ming, 2010). For instance, upward communication may be 

related to problems and exceptions to routine work in order to make the supervissrs 

aware of difficulties, suggestions for improving task-related procedures, periodic reports 

of performance, or grievances (Verma, 2013). Goris et al. (as cited in Ergen, 2010) 

stated that vertical communications can affect employee performance. Therefore, 

communication between management levels and employees has an influence on 

employee performance.  

Another important communication structure in an organization is the horizontal (lateral) 

communication. This communication is a communication between different functional 

units, divisions or departments within an organization. According to Nebo et al. (2015), 

horizontal (lateral) communication aims at linking related tasks, work units and 

divisions in the organization. The importance of horizontal communication increases 

with task specialization and diversity in organizational structure.  
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Verma (2013) noted that horizontal communication flow exists to enhance coordination 

so that work can be done properly. It permits a lateral flow of messages. It also enables 

employees of one unit to work with other units without having to follow rigidly vertical 

channels. Basically, the information that employees communicate is informational in 

order to tie activities within or across units and departments. Such a communication 

direction is important because several task accomplishments relates with issues in other 

departments. This indicates that horizontal communication is not only for coordination 

but also for the execution of tasks because the needed information is with other 

employee in another functional unit or department.  Employees should get information 

from colleagues in another functional units or departments in order to execute tasks in 

hand. Therefore, horizontal communication can have an influence on the employee 

performance because sharing relevant and pertinent information leads to a successful 

execution of tasks. 

In addition, Richmond et al. (2005) pointed out that in an organization, there is more 

horizontal communication on a daily basis than vertical communication. According to 

Richmond et al., it is because there are more employees than managers and employees 

feel more comfortable talking with employees at the same level than with employees at 

different hierarchical levels. It is easier to get the required information from collegues 

than from upper level authorities. Therefore, horizontal communication enables 

employees to increase their understanding and knowledge, as well as their 

communication and socialization skills. This is where employees can establish the 

required interpersonal relationships that can likely assist employees to become better 

employees in the organization. This shows that horizontal communication can have a 

profound influence on employee performance in an organization. 

Diagonal communication is also another communication structure in an organization. It 

refers to communication between managers and workers or among workers that are 

located in different functional divisions (Wilson 1992). It takes place between 
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employees that are in different organizational levels and are not in direct relationship in 

organizational hierarchy. However, it is rarely used in organizations (Spaho, 2012). 

Although, vertical and horizontal communication continues to be dominant in 

organizational communication, there could be communication forms that require 

diagonal communication (Wilson 1992). Therefore, diagonal communication can have 

an influence on employee performance. 

Therefore, the communication structure that consists of vertical (downward and 

upward), horizontal, and diagonal communication interconnects employees and thus 

affects employee performance in an organization (Kovacic & Luzar, 2011). Therefore, 

communication structures of an organization can influence employee performance 

because they determine the flow of information within the organization. Hence, it is 

important to examine the communication structure as an independent variable to the 

dependent variable, which is employee performance in this study. 

2.4.3 Communication Medium 

Information is one of the important resources in an organization. Useful and timely 

information is critical for employees to make smart choices about how to organize their 

activities and execute their tasks (Eadie, 2009). Therefore, it must be communicated and 

shared effectively among employees in the organization. To communicate and share 

such information or message, an appropriate communication medium must be used. A 

medium is the physical means through which communication is created, transmitted, or 

stored (Yates & Orlikowski, 1992). The medium could be a telephone call, a letter or a 

memo, face to face, email, and so on.  

Crescenzo and Men (as cited in Men & Hung-Baesecke, 2015) stated that employees of 

an organization use a wide array of tools for communication that range from 

conventional channels to web-based platforms. The conventional channels include print 

media (e.g. newsletters, magazines, and posters), face-to-face communication, e-mails, 
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and phone calls; the web-based platforms include intranet, blogs, instant messengers; 

and social media. According to Crescenzo and Men (as cited in Men & Hung-Baesecke, 

2015), the widely used communication mediums in organizations are phone, face-to-

face, meetings, memo/letter, publications (magazine, reports, manuals, etc.), bulletin 

board, intranet, email, and social media. These communication medium can be 

categorized into oral communication media (phone, face-to-face, meetings), written or 

print media (memo/letter, publications, bulletin board), and electronic media (email, 

intranet, and social media).  

In order to have an effective communication among employees, an appropriate medium 

must be used. Welch (as cited in Men & Hung-Baesecke, 2015) stated that effective 

communication depends on suitable messages delivered in forms that are acceptable and 

functional to employees. In other words, the medium must be fit and have a capacity to 

transmit the message appropriately from the sender to receiver. This indicates that, 

employees are required to choose and use the right communication medium to make any 

given message understood and heard. Lengl and Daft (1988) pointed out that a 

communication medium can enhance or distort the intended message. Therefore, if 

employees do not use appropriate communication medium for the message during 

communication, the message cannot be understood by the receiver and may not use that 

message to perform tasks, and as a result it can affect the performance. Therefore, 

employees need to determine the appropriate communication medium to communicate a 

particular information or message. 

According to Lengl and Daft (1998), communication media differs significantly in the 

capacity to deliver information or message because of the physical characteristics of a 

medium can limit the kind and amount of message that can be carried and delivered. The 

characteristics of a communication medium include the ability to handle multiple 

information cues simultaneously, ability to facilitate rapid feedback, and ability to 

establish personal focus (Lengl & Daft, 1988).  Therefore, the information richness of a 
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medium should be matched to needs for effective communication (Lengl & Daft, 1988). 

According to Lengl & Daft, richness means the information carrying capacity of media 

to communication needs that is based on the matching characteristics.  

In addition, the MRT explains why a communication richness of a medium is more or 

less effective (Canessa & Riolo, 2004). According to MRT, communication richness 

refers to the ability of a communication media to transfer the required information cues 

so that individuals can understand within a short time interval. This is because, for MRT, 

the effectiveness of communication relates to establishing an understanding of the 

information exchanged between sender and receiver that actually overcoming the 

problems of equivocality and ambiguity if exist. It is therefore true that media with 

information richness allow the fast, unambiguous and unequivocal exchange of 

information or message (Canessa & Riolo, 2004).  

Ngwenyama and Lee (as cited in Canessa & Riolo, 2004), however, explained that the 

organizational context in which the medium is used can change the richness of any 

communication medium. Ngwenyama & Lee argue that the sender and the receiver are 

part of the the organizational context and therefore they not only derive the meaning of 

the message from the information provided but also interpret the information based on 

the information they have at their disposal in terms of the knowledge of the other person, 

of the situation at hand and of the organization. However, the richness of the 

communication medium is still important because it determines the effectiveness of the 

communication. This implies that from the capacity of the medium to transmit a 

message point of view, the richness of the communication medium matters.  

From the organizational context point of view, Lengl and Daft (1988) noted that 

message can be classified on a continuum of routine to non-routine. In non-routine 

communication, there is no common frame of reference between the sender and receive 

and hence there is greater potential for misunderstanding. This is because it is 

characterized by time pressure, ambiguity, and surprise. In such context, it requires rich 
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exchange of information to overcome ambiguity.  Contrary, routine communications are 

simple, straight forward, rational, logical, and there is no surprise. Therefore, in routine 

communication, there is no need of rich exchange of information to achieve mutual 

understanding between sender and receiver. In order to have successful communication, 

rich media should be used for non-routine message and lean media for routine message. 

According to Lengl and Daft (1988), communication failure occurs when a rich media is 

used to convey routine message and rich medium for non-routine message.   

In addition, Yates and Orlikowski (1992) discussed that employees need to determine 

when and with what consequences a particular communication medium is selected and 

used as employees can use appropriate media for different types of communication 

under various circumstances. Employees need to select and use media based on a 

continuum of the media capacity to provide immediate feedback, to convey multiple 

cues, to support personalization, and to accommodate linguistic variety. Thus, 

employees should select media based on MRT. 

Sproull and Kiesler (as cited in Canessa & Riolo, 2004, p.148) noted that “for MRT, 

face-to-face communication is the richest media because it provides immediate feedback 

so that interpretation can be checked and also permits the exchange of multiple cues 

through body language, tone of voice and natural language.” Similarly, Yates and 

Orlikowski (1992) pointed out that the continuum runs from face-to-face interaction at 

the rich end through telephone communication, electronic mail, and personally 

addressed written letters and memos to general bulletins and standardized quantitative 

reports at the lean end. “Media such as impersonal written documents provide fewer 

cues and restricted feedback. These media are low in richness and inappropriate for 

resolving equivocal issues” (Canessa & Riolo, 2004, p.148).  

Similar to the MRT determination of media richness, Lengl and Daft (1988) also pointed 

out that because face-to-face has the capacity for direct experience, multiple information 

cues, immediate feedback, and personal focus and deep emotional understanding of a 
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message, it is the richest medium. Telephone & electronic media provides right feedback 

but lacks the body language cues. Telephone and Electronic media (e-mail) are moderate 

in richness continuum. Although, written media such as memos, reports, and notes, 

convey limited cues and are slow in feedback, they can be personally focused. 

Impersonal written media such bulletin are the leanest because they are providing no 

personal focus on a single receiver, limited information cues, and not enabling feedback. 

However, whether the media is rich in terms of ability to facilitate rapid feedback, 

ability to establish personal focus, etc., each medium has an information capacity based 

on its ability to facilitate multiple cues, feedback, and personal focus (Lengl & Daft, 

1988). Moreover, although each communication situation poses a richness demand 

determined by whether routine or non-routine, effective communication is a matching 

process between the richness of the medium and the nature of the message. Therefore, 

MRT is still important for choosing an appropriate medium for communication among 

employees in the manufacturing businesses.  

In relation to current developments in communication technologies, according to Men 

and Tsai (as cited in Men & Hung-Baesecke, 2015), social media is particularly 

becoming important for organizational communication because of its unique, interactive, 

empowering, communal, participatory, and relational features. Huang et al. (as cited in 

Men & Hung-Baesecke, 2015) further stated that social media allows employees to 

engage in conversations across hierarchical levels, functional units, and regions. In 

addition, Huang et al. noted that with the democratic spirit of social media, it facilitates 

communication (upward and horizontal communication) among employees. This is 

because social media encourages employees to articulate their opinions and concerns, 

alternative views, participate, and foster a culture of learning and collaboration. 

In relation to media and employee performance, Lengl and Daft, (1998) stated that low 

performing and high performing can be characterized by the medium used in 

communication. Employees use an appropriate medium for the appropriate continuum 
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leads to effective communication and better performance. If not, there will be ineffective 

communication that leads to poor performance. Therefore, this means that 

communication medium can have an influence on employee performance in an 

organization. Hence, it is relevant to examine communication medium as an independent 

variable for the dependent variable employee performance in this study. 

2.4.4 Communication Climate 

Communication climate can be defined as the internal environment of information 

exchange among people through a communication networks (Buchholz, 2001). Putnam 

and Cheney (as cited in Lee, 2014) stated that communication climate illustrates to the 

atmosphere in an organization regarding accepted communication behavior. Goldhaber 

(as cited in Kamasak & Bulutlar, 2008) also defined communication climate as the 

perception of employees with regard to the quality of the mutual relations and the 

communication in an organization. Communication climate, according to Pace (as cited 

in Nordin, et al., 2014), conceptually consists of employees’ perceptions of the 

information flow and the climate in which the communication occurs. Jones and James; 

Pruyn and Riel (as cited in Lee, 2014) argued that communication climate is a 

psychological term offering to how individuals interpret their working environment in 

terms of communicative components, such as receptivity and trustworthiness of 

information being disseminated in the organization. Therefore, as this study adopts, 

communication climate can be simply defined as an environment of information flow in 

which employees perceive communication and an atmosphere in which communication 

take place.  

Communication climate, according to Jones and James (as cited in Lee, 2014), resides 

on group level as a sum of the shared individuals’ perceptions and interpretations. 

According to Structuration Theory (ST), communication climate is produced and 

reproduced through the interaction of members of the organization. It develops out of 

interaction between features of an organization and the individual’s perceptions of those 
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features (Ahsanul, 2013). Similarly, Abdussamad (2015) pointed out that it develops 

from interaction among attitudes of an organization and individual perception of those 

attitudes. It is the people way of interacting towards the aspects of an organization to 

create a communication climate to enable them to react variously toward the 

organization through communication process. Therefore, and in this sense, 

communication climate is different from organizational climate in that communication 

climate involves perceptions of messages and message-related events occurring in the 

organization (Ahsanul, 2013). 

Communication climate of an organization is important because, according to Poole (as 

cited in Ahsanul, 2013), it links the organizational context to the concepts, feelings, and 

expectations of organization members and helps explain the behavior of the 

organizations members. Through knowing about the climate of an organization, 

employees can better understand what impels organization members to behave in 

particular ways when they communicate (Ahsanul, 2013).  Then, the employees would 

behave accordingly during communication among each other in the organization. 

Furthermore, the communication climate of an organization, according to Redding (as 

cited in Ahsanul, 2013), is a function of how activities that occur in the organization 

demonstrate to the organization members. In this case, the organization trusts employees 

and allows employee the freedom to take risks; supports and gives employees the 

required responsibility in executing their jobs; openly provides accurate and adequate 

information about the organization; alternatively listens to and gets reliable and accurate 

information from employees. This indicates that communication climate has certain 

attributes in which organization members consider during communication and affects 

their communication attitudes as well as the flow of information that in turn influences 

the performance of employees.  

According to Hoevan and Fransen; Pruyn and Riel (as cited in Lee, 2014), 

communication climate, consists of openness, trustworthiness, and participation in 
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decision-making. Openness refers to the degree of receptivity of employees’ opinion 

being accepted, whereas trustworthiness refers to the degree of trustworthiness of 

disseminated information. Participation in decision-making refers to the employee 

opinion being heard and taken seriously. However, Pace and Faules (as cited in 

Abdussamad, 2015), identified six factors that need to be considered in communication 

climate in an organization. These are: trust, honesty, openness, willingness to listen, 

collegial decision, and performance oriented.  

Trust, according to Pace and Faules, is a condition where employees at every level 

encourage developing and maintaining the relationship within the organization, the trust, 

the faith, and the credibility supported by the statement and the action. However, 

honesty is a general condition that consists of honesty and frankness. It is important to 

have relationships among employees within the organization so that employees are able 

and free to communicate their ideas without considering whether they talk to their fellow 

employees, their followers, or their leader. 

Pace and Faules described openness as being open with communication except for the 

classified information. Thus, members of an organization should be relatively easy to 

access and exchange information that directly relates to their tasks. However, being open 

is not enough unless there is willingness to listen among employees in an organization. 

Willingness to listen refers to the will of the parties that engage in communication to 

communicate. Thus, members of the organization should have a will of listening in order 

for communication to take place among employees, which is required for information to 

be shared. Communication has no value unless what you communicate is heard properly.   

The other important factor is the collegial decision. According to Pace and Faules, it 

refers to the situation where all employees are involved in the decision making process. 

In order to produce a quality decision that enables employees to produce the intended 

products, it is important to consider and involve employees in all levels of decision 

making processes by giving them a chance or opportunity to communicate and to consult 
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with their immediate supervisors.  However, participative decision making process is not 

enough unless employees have a performance target. Performance Target means that 

personnel in all level of organization should show commitment for high performing 

objectives, high productivity, high quality, low cost, as well as high focus should be 

shown to other members of organization. 

Taking these factors (openness, trust, honest, willingness to listen and communicate) 

into consideration, communication climate can be seen generally in to two perspectives. 

These two perspectives are either in open or closed communication climate (Nordin et 

al., 2014). 

2.4.4.1 Open Communication Climate 

According to Smidts et al. (as cited in Hewitt, 2006), open communication climate is 

built upon strong relationships between the organization and its employees. It occurs 

where two-way communication is prevalent, which in turn is dependent on openness, 

mutual respect and trust. It also occurs where employees feel that they have a voice and 

that their views are taken seriously. In an open communication climate, according to 

Buchholz (2001), information flows freely and employees feel free to express opinions 

and offer suggestions to their superiors or colleagues. Also, employees talk freely among 

themselves about work related issues. In open climate, information flows and passes 

without distortion upward, downward, and horizontally throughout the organization. 

This increases the sense of belongingness and self-worth for each employee (Ergen, 

2010).  

Open communication, according to Rosenberg and Rosestein (as cited in Nordin, et al., 

2014), enhances productivity as well as profitability towards an organization and helps 

employees to consider themselves as self enhancement in the organization, and hence 

influences employee’s performance. Open communication climate has at least three distinct 

characteristics: it is supportive, participative, and trusting (Buchholz, 2001). 
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In supportive environments, employees communicate more readily and are considered as 

vital sources of information crucial to the organization's success (Buchholz, 2001). With 

supportive communication environments, employees can be encouraged to be active 

participants in communication and would engage in healthy exchange of information 

(Nordin, et al., 2014). In supportive environments, for instance, employees convey 

information to superiors without hesitation, confident that superiors will readily accept 

it, whether good or bad, favorable or unfavorable. Because supportive superiors are seen 

as non-threatening, perhaps even nurturing, employees will usually open up to them and 

share the required information (Buchholz, 2001). 

In participative environment, employees feel that what they say counts for something. 

Employees share information related to their tasks with their colleagues or management 

in terms of, for instance, ways to improve the work processes, challenges that they face 

and share what they think to be the solution to overcome these challenges, etc.  

Participative environment creates an opportunity to employees to participate in decision 

making related to their specific tasks. Particularly, the best suggestions for improving 

production processes, for example, come from employees who work every day in the 

production process (Buchholz, 2001). Thus, employees share information if 

management regards them as legitimate participants in the organization. If employees 

know that they are valued participants, like when their suggestions are implemented, 

their questions answered, and their concerns recognized, they are more effective in 

communication and ready to participate in decision making processes related to their 

tasks (Buchholz, 2001). Consequently, employees implement the decision and can 

perform efficiently and effectively. Hence, according to Smidts, Pruyn and Riel (as cited 

in Lee, 2014), an open and participative communication climate can positively affect 

employees and encourage them to perform well since their participations are regarded as 

contributions to the organization. 
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In a trusting environment, trust among employees flourishes. Trust, according Thomas et 

al. (as cited in Ergen 2010), is the embedded beliefs about the other party that are shaped 

through information and communication. However, according to Abdussamad (2015), 

trust is a condition where employees at every level encourage developing and 

maintaining the relationship within the organization, the trust, the faith, and the 

credibility supported by the statement and the action. Thus, employees involved in 

information exchange must tell the truth as they perceive it. They must also ensure that 

information is correct and credible. Credibility is any employee's greatest asset. A 

reputation for carelessness, lying, deceit, or manipulation undercuts all future messages. 

The result of credibility is trust and it underpins all human relationships. Employees 

have to believe their information sources. Repeated flow of contradictory information 

can destroy the integrity of communication among employees in the organization 

(Buchholz, 2001). Consequently, it would be so difficult to obtain the needed 

information to execute the tasks. Thus, trusted communication environment is needed in 

order to have effective communication among employees in an organization. Above all, 

for the communication climate to remain open the information must be true and the 

source trusted. Belief in the source's ability to convey accurate information and to follow 

through with appropriate action is thus essential in maintaining open communication and 

maintaining a great relationship among employees (Buchholz, 2001).  

According to Neves and Eisenberger (as cited in Nebo et al., 2015), employees who 

have open lines of communication are more likely to build effective work relationships 

among themselves. As a result, employees performance can be enhanced which will lead 

to more contribution and increase organizational productivity in terms of quantity and 

quality of products.  

2.4.4.2 Closed Communication Climate 

In closed communication climate, information is blocked and there is no free flow of 

information (Buchholz, 2001). In this environment, the basic characteristics of open 
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communication climate, and the six factors of communication climate are no existent. 

Instead, closed communication environment is characterized by defensive and barriers to 

open communication environment. 

According to Buchholz (2001), open communication climate is derived from the nature 

of the people participating in the information transactions. However, a barrier to open 

communication ultimately spring from an individual’s unfavorable past experiences. 

Buchholz further noted that our nature and background shape our values, beliefs, 

opinions, attitudes, and expectations. This is because our sense of self-worth and dignity 

evolve from our nature and background. However, people often erect barriers to defend 

from attack. 

In relation to defensive barriers, employees, for example, whose egos cannot tolerate 

criticism, simply will not share information that exposes them to personal critique and if 

such employees somehow rise to supervisory or management levels, they are usually 

comfortable only in giving unquestioned orders and directives, intending to routine, and 

in operating within thoroughly controlled, self-protective, situations (Buchholz, 2001).   

Defensive climate/environment may be marked by the need to close down 

communication because information sharing poses some kind of short-term, tactical 

disadvantage or discomfort. In protecting themselves, employees may put everyone at 

risk by withholding information crucial to performing a specific task. Besides, self-

defense ultimately inhibits honest exchange of information (Buchholz, 2001). In other 

words, as Becker, Halbesleben and O’Hair (as cited in Eadie, 2009) stated that defensive 

communication involves a self-perceived flaw that an individual refuses to admit to 

another person, sensitivity to that flaw, and an attack by another person that focuses on 

the flaw.  

Further, in defensive communication climates, employees have the tendency to abstain 

from communicating their needs, as they become very cautious in making statements, 
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and may have low level of motivation to communicate (Nordin et al., 2014). 

Consequently, it influences employees negatively and may not perform as required 

because of lack of required information to execute their tasks. 

Based on the above discussion, the six factors identified by Pace and Faules can be 

incorporated into the two perspectives of communication climate (open and closed 

communication climate). If there is openness, trust, honesty, collegial decision, 

willingness to communicate or listen, and commitment to high performance among 

employees of an organization, then it can be said that there is open communication 

climate, otherwise there will be closed communication climate because defensive and 

barriers to open communication are prevalent. Therefore, it is quite acceptable to look at 

the communication climate of manufacturing businesses from these two perspectives. 

Therefore, communication climate is paramount in manufacturing businesses because it 

contributes to the success of those businesses. The communication climate of 

manufacturing businesses may influence the atmosphere in the organization which either 

encourages or hinders horizontal, upward or downward communication among the 

employees (Nordin et al., 2014). Because communication climate, according to 

Muchinsky (as cited in Lee, 2014), is formed based on the context constructed with a 

sum of employees interpretations, it affects the employees. Moreover, communication 

climate significantly influences performance of the organization, because climate affects 

the effort of an organization member (Ahsanul, 2013). Abdussamad (2015) also 

concluded that employee performance can be significantly influenced by the 

organizational communication climate.  

Hence, considering the above arguments, communication climate can influence 

employee performance because they determine the free flow and exchange of 

information within the organization as well as the accuracy and credibility of the 

information that would be exchanged among employees in the manufacturing 

businesses. As a result, open communication climate enhances employee performance 
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whereas closed communication climate weakens employee performance because it 

closes the free flow and exchange of information within the organization. Therefore, it is 

important to look at the communication climate as an independent variable influencing 

employee performance in this study. 

2.4.5 Employee Performance  

According to Balyan (as cited in Nwata et al., 2016), organizations are set up to 

accomplish specific goals. For these goals to be accomplished the performance of 

employees becomes crucial. According to the HRT, employees are the main assets of an 

organization because they play a great role in organizational performance. 

Organizational performance can’t be achieved without ensuring the individual employee 

performance. Ruth and Balyan (as cited in Nwata, et al., 2016) suggested that one of the 

goals of business owners is to make profits, and the success of organization rests on the 

performance of employees as poor performance is damaging to organization’s 

achievement. Also, Gabriel (as cited in Nwata et al., 2016) stated that the achievement 

of organization depends on how well or badly employees do their job in the 

organization. An organization that understands the effect of their employees well will be 

in position to harness employees output and the rate at which they produce. In addition, 

Hikmah (2015) emphasis that the performance of an organization is the accumulation of 

the performance of all organization units, that is, the summation of everyone's 

performance. Therefore, employee performance is crucial for an organization to achieve 

the desired performance.   

According to Abdussamad (2015), the term performance is derived from the job 

performance or actual performance. It means work achievement or the real achievement 

achieved by someone. Beirut (as cited in Nebo et al., 2015) noted that performance is 

about doing the work and about the results achieved. Hasibuan (as cited in Abdussamad, 

2015) noted that performance is a result of work achieved by someone in implementing 

the tasks that has been given to him/her based on his/her competency, experience, 
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commitment, and time. Thus, performance refers to a level of achievement of specific 

task (Hikmah, 2015).  

The theory of performance also explains that, to perform is to produce valuable results 

through a complex series of actions that integrate knowledge and skills (Elger, 2007). A 

performer is an individual or a group of people working in collaboration to produce the 

results (Elger, 2007). This implies that an individual employee performance in an 

organization is important because the employee is the performer. It can thus be noted 

that employee performance refers to an individual’s work achievement after applying the 

required efforts on the job (Pradhan & Jena, 2017). Therefore, the performance of an 

individual employee is related to their work related behaviors or actions that results to 

outputs and outcomes (Krausert, 2009; Bose, 2018). According to Krausert (2009) 

performance results or outputs are immediate and tangible consequences of behaviors 

whereas outcome is organizationally relevant consequences related to employee 

performance that can be influenced by other factors including competitiveness in 

markets.  

However, the Research Team of Development of Accountability System for 

Performance Government (as cited in Hikmah, 2015) explained that performance is the 

degree of effectiveness and efficiency and ability in the achievement of the objectives by 

the management and the divisions that exist within an organization. In line with this, 

Prabu (as cited in Hikmah, 2015) described performance as the result of the quality and 

quantity of work achieved by an employee in carrying out his duties in accordance with 

the responsibilities assigned to him. Therefore, employee performance can be seen as a 

level of achievement of specific task in terms of efficiency and effectiveness. However, 

according to Campbell et al. (as cited in Sonnentag & Frese, 2002, p.4), “only actions 

that can be scaled or measured are considered to constitute performance.” This implies 

that employee performance should be subject to performance evaluation or 

measurement.  
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Performance measurement, according to Upadhya, Munir, and Blount (as cited in Nebo 

et al., 2015), is the process of collecting, analyzing, and reporting information on the 

performance of an individual, group, organization, system, or component. It can involve 

a review of processes, strategies, approaches, and parameters to track performance 

against intended targets. For instance, O’Boyle and Hassan, (as cited in Nebo et al., 

2015), measured performance on the bases of capabilities in carrying out obligations by 

employee in an organization. Hakala (2008) also identified 16 indicators of performance 

to measure employee performance. These are: Quantity, Quality, Timeliness, Cost-

Effectiveness, Creativity, Absenteeism/Tardiness, Adherence to Policy, Gossip and 

Other Personal Habits, Personal Appearance/Grooming, Manager Appraisal, Self-

Appraisal, Peer Appraisal, Team Appraisal, Assessment Center, Full-Circle Appraisal, 

and MBO (Management by Objectives). Bernardin & Russell (as cited in Abdussamad, 

2015) proposed six points of performance evaluation or measurement, namely: quality, 

quantity, timelines, cost effectiveness, need for supervisor, and interpersonal impact. 

However, according to Nebo et al. (2015), performance level is a function of the 

efficiency and effectiveness of enterprise operations, and therefore, measurement of 

performance is the process of quantifying the efficiency and effectiveness of an 

organization. Bounds et al.; and Robbins (as cited in Bartuseviciene & Sakalyte, 2013) 

also noted that common measures of employee performance are efficiency and 

effectiveness. Thus, performance is the degree of efficiency and effectiveness (Hikmah, 

2015). In addition, the research team of Development of Accountability System for 

Performance Government and Prabu (as cited in Hikmah, 2015) noted that performance 

is the result of quantity and quality of work achieved by an employee.  

Efficiency, according to Chavan (as cited in Bartuseviciene & Sakalyte, 2013), relates to 

the optimal use of resources to achieve the desired output. Low (as cited in 

Bartusevicienė & Sakalyte, 2013) also pointed out that efficiency measures relationship 

between inputs and outputs or how successfully the inputs have been transformed into 

outputs. Thus, efficiency can be characterized by the quantity of the products produced. 
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Whereas effectiveness, according to Low (as cited in Bartusevicienė & Sakalyte, 2013), 

measures the degree to which a business achieves its goals or the way outputs interact 

with the economic and social environment. It takes into account quality, creation of 

value added, employee satisfaction, and output interaction with the social and economic 

environment. However, the quality of the product is determinant since the other 

elements such as creation of value added, employee satisfaction, and output interaction 

depend on the quality of the product. Thus, effectiveness can be characterized by the 

quality of the products.  

Because effectiveness and efficiency are exclusive, yet, at the same time, they influence 

each other, it is important to ensure the success in both areas (Bartuseviciene & 

Sakalyte, 2013). Therefore, employee performance can be measured by efficiency and 

effectiveness in manufacturing businesses since both indicators determine the 

achievement of employees. Consequently, it is reasonable to consider efficiency and 

effectiveness, which are characterized by the quantity and quality of products 

respectively, as indicators of employee performance.  

Employee performance, however, can’t be achieved without effective communication 

among employees in the organization. Nwata et al. (2016) described that effective 

communication is important for better employee performance. Tayo and Olamigoke (as 

cited in Nwata et al., 2016) also explained that there is no way performance of 

employees could be enhanced without communication or interactions with one another 

as communication permits people or employees in an organization to give and receive 

information. Communication enables a constant sharing of experiences, thoughts and 

opinions. It provides means for employees to express their ideas and knowledge. In 

addition,  Akosi (as cited in Nwata et al., 2016) pointed out that whether it is a face-to-

face interaction or a professionally written or e-mail exchange, a meaningful information 

requires setting up a connection that leaves a strong thought that can lead to better 

employees performancse. This means that communication is important for sharing 
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meaningful information for improved performance in an organization. It is therefore 

important to consider employee performance as dependent variable in this study. 

2.5 Empirical Review of Literature Relevant to the Study 

The literature available on communication in general and organizational communication 

in particular shows the importance of communication on organizational success. In 

addition to the literature review, it is also important to review some empirical studies 

conducted in relation to communication and performance as a basi for this study. 

Essentially, a number of empirical studies have been conducted on organizational 

communication and performance in various ways but still it remains an area of great 

research interest. Some of the relevant studies that have been reviewed are identified and 

discussed as follows: 

2.5.1 Empirical Review Related to Organizational Communication and 

Performance 

Femi (2014), in his research on The Impact of Communication on Workers’ 

Performance in Selected Organisations in Lagos State, Nigeria, examined the significant 

relationship between communication and workers’ performance, productivity & 

commitment. The findings revealed that a relationship exists between effective 

communication and workers’ performance, productivity and commitment. The 

researcher used a descriptive research design and collected data through questionnaire 

with sample population of 120 respondents.  

Bery et al. (2014) also conducted a research on the Effects of Employee Communication 

on Organisation Performance in Kenya’s Horticultural Sector with the aim of exploring 

the effect of employee communication on organization performance in Kenya’s 

horticultural sector. The findings show that employee communication is a major 

determinant of organizational performance in the horticultural sector in Kenya. The 

study was carried out in flower farms in Kenya. It targeted the employees in all flower 
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farms in Kenya which were the 14 flower farms registered in the KFC directory (2013) 

and based in Naivasha. The researchers used cross sectional survey research design and 

stratified sampling technique and a total of 2460 respondents were considered. Data was 

collected through questionnaires and analyzed using both quantitative and qualitative 

data analysis techniques. Quantitative data was analyzed using descriptive statistics 

while qualitative data was analyzed thematically. They conducted the research using 

three independent variables, i.e. employee communication, employee involvement and 

the human resources procedures. 

Another study was done by Rajhans (2012) on Effective Organizational 

Communication: A Key to Employee Motivation and Performance. The researcher 

explored the interrelationship between communication and motivation & its overall 

impact on employee performance. The study was conducted through a comprehensive 

review and critical analysis of the research and literature focused upon the objectives of 

the study. However, the researcher enumerates the results of a study of organizational 

communication and motivational practices followed at a large manufacturing company, 

Vanaz Engineers Ltd., based in Pune, India. The methodology used for this 

manufacturing company was interviews of the employees of Vanaz Engineers Ltd. and 

communication efforts recording sheets given to them. The interviews and the 

communication efforts sheets were completed by 10% of the company population, 

randomly selected according to each department's population base. The study revealed 

Vanaz Engineers Ltd. implemented various effective organizational communication 

practices which contributed a lot to motivate its employees and increase their 

performance and loyalty towards the organization. In the study, employee motivation 

was the mediating variable to the organizational communication and performance. 

Another study done by Udegbe (2012) examined The Impact of Business 

Communication on Organizational Performance in Nigerian Companies (manufacturing 

and service companies) using a contextualized and literature based research instrument 
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to measure the application of the investigated “constructs”. The variables that were 

considered are exchanging opinion, encouragement of two-way communication, 

providing feedback, consideration of medium of communication, and amongst others, 

support effective business communication and contribute to improved job satisfaction, 

profitability and public credibility. They used survey method and data was collected 

from 100 small and large manufacturing and service companies operating in Lagos State 

of Nigeria. Data was analyzed using descriptive statistics, percentages and t-test 

analysis. According to the findings, business communication generally affects 

organizational performance to a reasonable extent in Nigerian companies. 

In line with the above studies, Nebo et al. (2015) examined The Role of Effective 

Communication on Organizational Performance: A Study of Nnamdi Azikiwe 

University, Awka.  The survey research method was adopted for the study and the study 

relied more on secondary and primary data. The population of the research work was 

drawn from the Academic and Non-academic staff of UNIZIK. The population was 

made up of 170 non-academic and 130 Academic Staff. The sample size of 166 was 

determined using Taro Yamane technique and selected through stratified random 

sampling. Chi-square (x
2
) was used to analyze the hypotheses. The researcher 

considered two important aspects of organizational communication: communication 

structure and channels, and the three Es: Economy, Efficiency & Effectiveness to 

measure organizational performance. The research findings indicated that there is a 

significant relationship between effective communication and employee performance in 

UNZIK 

Shonubi & Akintaro (2016) also studied the Impact of Effective Communication on 

Organizational Performance based on a series of empirical studies of communication 

and organizational performance. The findings validated the synerginous relationship 

between communication approaches and efficient organizational performance. Although, 
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the study was not empirical itself, but based on previous empirical studies, they had tried 

to consider the important aspects of organizational communication. 

2.5.2 Empirical Review Related to Communication Patterns and Employee 

Performance 

Owusu-Boateng and Jeduah (2014) studied the Effects of Organizational 

Communication on Employee Performance on Agricultural Development Bank, Tamale 

considering the communication flows (formal & informal as well as top-down & upward) in the 

organizations.  The study considered the three branches in the Tamale Metropolis: Tamale 

Main, Aboabo and Kaladan. Using a combination of both simple random sampling and 

stratified sampling, 36 employees were selected from the banks. Questionnaires and 

interviews were used to collect data from employees of the bank, and data was analyzed 

using both quantitative and qualitative methods. The research findings indicate that there 

is a correlation between effective communication and performance of employees. The 

results further showed that formal, top-down pattern of communication is predominantly 

used in the bank. 

Additionally, Bhatia and Balani (2015) studied Effective Internal Communication: A 

Crucial Factor Affecting Employee Performance. They investigated the relationship 

between internal communication and employee performance in public sector 

organizations in Bangalore city, Karnataka, India, by considering the formal and 

informal communication as well as upward and downward communication. Data for the 

study was collected using questionnaire as a research instrument with sample population 

of 40 respondents. The result of the study reveals that a significant relationship exists 

between internal communication and employee performance. 

2.5.3 Empirical Review Related to Communication Structure and Employee 

Performance 

Nwata et al. (2016) investigated empirically the association between Internal 

Organizational Communication and Employees’ Performance in Selected Banks in Port 
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Harcourt. The researcher examined the effect of internal organizational communication 

through communication dimensions (downward communication and upward 

communication) on employee performance. The study used descriptive and inferential 

statistical methods. Data was generated from a sample of 315 respondents. The results 

showed a significant effect of the dimensions of internal organizational communication 

(downward communication and upward communication) on the measures of employee 

performance (employee efficiency and employees effectiveness). 

Ali (2016) also investigated The Influence of Internal Communication Channels on 

Employees Performance in Non-Profit Organizations in Somalia. The study focused on 

the effect of downward, upward and peer-to-peer communication on employee 

performance. The design of study was a descriptive survey research design. The study 

considred a population size of 300 employees at Help Leads to Hope organization in 

Somalia. The sample size of the study was 136 employees, who were selected using a 

stratified random sampling technique. Data was analysed using descriptive and 

correlation statistics. The study concluded that downward and peer-to-peer 

communication had significant and positive association with employee performance. 

The study further concluded that upward communication was poor and it had no 

significant association with employee performance.  

Another relevant study was done by Atambo and Momanyi (2016) to explore the Effects 

of Internal Communication on Employee Performance: A Case Study of Kenya Power 

and Lighting Company, South Nyanza Region, Kenya. The specific objectives of the 

study were to establish the effects of downward communication, upward communication 

and horizontal communication on employee performance. The study targeted a 

population of 256 employees in the South Nyanza Region, in which a sample of 30% of 

the population was taken using stratified random sampling. Data was collected using 

questionnaires and analyzed using computer based Statistical Package for Social 

Sciences (SPSS). The findings indicate that effective communication through these 
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communication structures or directions has an effect on performance. Thus, the research 

concluded that effective communication can enhance employee performance. 

A similar study had also been done by Hikmah (2015) on the Effect of Organizational 

Communication towards Employees’ Performance of the Badan Pendidikan Dan 

Pelatihan in Makassar City, Indonesia. The findings indicated that the organizational 

communication in Badan Pendidikan dan Pelatihan in Makassar City is in good 

condition and affects employees’ performance satisfactorily. This was noted from the 

use of effective bottom communication, effective upward communication, and effective 

horizontal communication. The researcher used descriptive and qualitative method. 

Quantitative and qualitative data was collected. The researcher used primary data, which 

was observed and recorded, and secondary data from relevant documents. The 

population of this research was all the 44 employees in Badan Pendidikan dan Pelatihan 

in Makassar city. 

2.5.4 Empirical Review Related to Communication Climate and Employee 

Performance 

Ahsanul (2013) studied the Role of Communication Climate in Organizational 

Effectiveness. The study noted that climate in general and communication climate in 

particular serve as a strong mediating factors between elements of the work system and 

different measures of organizational effectiveness such as productivity, quality, 

satisfaction, and vitality. From the findings, the researcher concluded that 

communication climate significantly influences productivity of the organization. This is 

because climate affects the effort of an organization member and it contributes to the 

potential effects on restructuring, reorganizing, and revitalizing the basic elements of 

organization. 

Another related study with communication climate was done by Abdussamad (2015) on 

The Influence of Communication Climate on the Employees’ Performance at 

Government Agencies in Gorontalo City (an Indonesian case study). It aimed at finding 
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out to what extent the influence of communication climate had on the employees’ 

performance at Industry, Trade, Cooperation, Small and Medium Enterprise and 

Investment Agency of Gorontalo city. The researcher used survey method and analyzed 

the data using correlation and regression analysis. To analyze the communication 

climate of an organization, the researcher used six main factors that are identified by 

Pace and Faules (2000). These are:  trust, collegial decision, honesty, openness, 

willingness to listen, and performance oriented.  The research revealed that there was a 

significant influence of organizational communication climate towards employee 

performance at the agencies.  

Kamasak and Bulutlar (2008) also examined The Impact of Communication Climate and 

Job Satisfaction in Employees’ External Prestige Perceptions. While conducting this 

study, data was collected from a sample of 375 employees and analyzed using the three 

stages multiple regression method to test the mediating effect of job satisfaction, and 

hierarchical regression analysis to test the moderating effect of communication climate. 

The results indicated that job satisfaction mediated the relationship between 

communication climate and PEP, but communication climate did not have a moderating 

effect on PEP. 

2.6 Critique of Existing Literature Relevant to the Study 

The empirical research reviewed above show that communication in general and 

organizational communication in particular has a role in organizational and employee 

performance. Studies conducted by Bery et al. (2014), Femi (2014), Rajhans (2012), 

Udegbe (2012),  and Nebo et al. (2015) revealed that there is a relationship between 

communication and organizational performance. However, many of those studies were 

done based on the notion of organizational communication effect and the impact on 

performance.  
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In addition, most of the reviewed research study had been conducted by using 

appropriate research methodology in terms of sampling techniques and analysis of data 

in relation to their proposed hypothesis even though all of them had not used the same 

statistical analysis techniques. Some used only quantitative data such as Nebo et al. 

(2015). The researcher Nebo et al. (2015) used Chi-square for analyzing the quantitative 

data but Udegbe (2012) used t-test statistical analysis techniques for the quantitative 

data. Other researchers such as Bery et al. (2014) used both descriptive and qualitative 

analysis. The researcher Bery et al. (2014) used descriptive statistics for the quantitative 

data and thematic technique of content analysis to analyze the qualitative data.    

However, almost all of the reviewed empirical studies had been done in non-

manufacturing businesses. No study has been done considering organizational 

communication and employee performance in the manufacturing businesses of Eritrea. 

For instance, Nwata et al. (2016), Owusu-Boateng and Jeduah (2014), Atambo and 

Momanyi (2016), Bhatia & Balani (2015), and Hikmah (2015) conducted their study on 

non-manufacturing businesses but Udegbe (2012) conducted the study by considering 

both the manufacturing and service companies in Nigeria while  Bery et al. (2014) 

examined the Kenyan horticulture sector.  

In relation to the specific communication patterns, the reviewed studies have not 

adequately addressed the effect or impact of formal and informal communication on 

employee’s performance in terms of work efficiency and effectiveness. Bhatia and 

Balani (2015), for instance, considered the formal and informal communication in their 

study on public sector organizations. The relationship between communication and 

employee performance was not based on specific indicators of employee performance in 

terms of work efficiency and effectiveness.  

The upward, downward, and horizontal communication relationship with employee 

performance was also not well established by considering the relevant elements. Nwata 

et al. (2016) had examined only the upward and downward communication as 
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independent variables to employee performance although they considered the efficiency 

and effectiveness as performance indicators. Nwata et al. did not include the horizontal 

and diagonal communication. Similarly, Owusu-Boateng and Jeduah (2014) only 

considered the upward and downward communication. However, Hikmah (2015) 

considered the upward, downward, and horizontal communication but did not show their 

relationship to employee performance in terms of work effectiveness and efficiency. 

Therefore, the relationship between communication structure and employees 

performance has not been properly addressed by considering all the relevant elements or 

aspects of the communication structure. 

In regard to communication climate, the studies reviewed did not address the 

relationship between organizational communication and employee performance in 

relation to the specific indicators of employee performance such as work efficiency and 

effectiveness. A study by Ahsanul (2013) revealed that there is a relationship between 

communication climate and productivity in terms of efforts by employees. This means 

that Ahsanul (2013) did not consider the two important indicators of employee 

performance (efficiency and effectiveness). A similar study also done on communication 

climate by Abdussamad (2015) considered the six factors identified by Pace & Faules 

(2000) in relation to employee performance at government agencies. However, 

Abdussamad (2015) did not consider the two specific employee performance indicators, 

efficiency and effectiveness. 

In regard to communication medium, almost all of the studies that have been reviewed 

did not consider the effect or impact or influence of communication medium on 

employee performance in business organization. However, Nebo et al. (2015) considered 

communication structure and channels and the three Es: Economy, Efficiency and 

Effectiveness. But the study was done on academic institutions and all the channels were 

not examined. Therefore, a rsearch examing the influence of organizational 
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communication on employee performance in selected large manufacturing businesses in 

Eritrea was important to be conducted. 

In general, most of the reviewed studies did not specifically used work efficiency and 

effectiveness as indicators of employee performance and the studies were done on non-

manufacturing businesses. Even though a study by Rajhans (2012) was done on 

manufacturing business, it showed the relationship between organizational 

communication and employee performance through certain mediating factors such as 

employee motivation. Therefore, the reviewed studies did not show the direct effect or 

influence of organizational communication on employee performance in manufacturing 

businesses. In order to conclude that organizational communication has an influence on 

employee performance in manufacturing businesses, the critiques that have been 

identified above had to be addressed empirically just like this study was expected to 

address. 

2.7 Research Gaps 

Many of the reviewed studies have been carried out in relation to organizational 

communication and performance such as studies conducted by Femi (2014), Udegbe 

(2012) and Bery et al. (2014). However, as indicated in the critiques, most of the studies 

such as studies conducted by Nwata et al. (2016), Owusu-Boateng and Jeduah (2014), 

Atambo and Momanyi (2016), Bhatia and Balani (2015), and Hikmah (2015) had been 

done in non-manufacturing businesses. The organizational communication aspects such 

as the communication patterns, communication structure, and communication climate 

have not been addressed adequately in relation to efficiency and effectiveness of 

employee performance. As per the reviewed empirical studies, none of the studies dealt 

with the influence, effect or impact of communication medium on employee 

performance. Above all, the reviewed empirical studies did not show the direct effect or 

impact or influence of organizational communication on employee performance in the 

manufacturing sectors in general and in the manufacturing sectors of Eritrea in 
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particular. For instance, studies done by Rajhans (2012) used “employee motivation” as 

a mediating variable, and Bhatia and Balani (2015) considered the formal and informal 

communication in their study on public sector organizations. As such, the researcher 

identified these research gaps. Thus, there is a research gap in terms of the direct 

influence of organizational communication on employee performance in the 

manufacturing sector considering work efficiency (quantity of products) and 

effectiveness (quality of products). Nwata et al. (2016) noted that communication has an 

effect on employee performance in organizations. In addition, there is a gap in terms of 

lack of empirical studies on the influence of communication medium on employee 

performance. The MRT noted that task performance is improved when appropriate 

media is used to deliver the information. Therefore, this study intended to bridge these 

research gaps by examining the direct influences of organizational communication on 

employee performance in selected large manufacturing businesses in Eritrea.  

2.8 Summary 

The chapter presented the literature review in relation to organizational communication 

and employee performance. It discussed the relevant theories that guided this study. The 

theories are the human relation theory, the media richness theory, the social network 

theory, structuration theory and the theory of performance. The HRT theoy noted that 

employees are human and should be treated as human beings. The HRT theory also 

noted that employees should work as a group by forming relationships (formal or 

informal relationships) among themselves. The MRT suggests that employees should 

use appropriate media in terms of the richness of the media and the message that need to 

be processed because organizations use a variety of communication media in relation to 

the organizational context. The SNT  theory also shown that strong and close 

connections (relationships) between network employees promote free exchange of 

information among network members that help them to achieve their tasks. Based on the 

ST, communication is a dually action and structural reproduction and hence 
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communication climate is the product of ST as employees in manufacturing business 

create a climate through their actions; their actions are in return shaped by that climate 

through processes of structuration. Lastly, the theory of performance noted that 

employees in the manufacturing sectors produce a direct result (task performance) that 

can be measured in terms of productivity.  

 The chapter also presented and discussed the conceptual framework of this study and 

discussed the variables in detail. The variables that were considered and reviewed are 

communication patterns, communication structure, communication medium, and 

communication climate as independent variables as well as employee performance as 

dependent variable. The communications patterns are characterized by formal and 

informal communication whereas communication structure is characterized by vertical 

communication (downward and upward Communication), horizontal communication 

and diagonal communication. The communication medium is also characterized by oral 

communication, written/print, and electronic media whereas the communication climate 

is characterized by open and closed communication climate. The employee performance 

is characterized by productivity (quantity and quality of products). 

Lastly, the chapter reviewed the previous empirical studies conducted in relation to this 

study and some critiques were identified and discussed. The reviewed empirical 

researches show that communication in general and organizational communication in 

particular has a role in organizational and employee performance. However, almost all 

of the reviewed empirical studies had been done in non-manufacturing businesses and 

no study had been done considering manufacturing businesses from Eritrea. In addition, 

most of the reviewed studies did not specifically used work efficiency and effectiveness 

as indicators of employee performance. However, few studies were done on 

manufacturing business but only shown the relationship between organizational 

communication and employee performance through mediating variables such as 

employee motivation. Thus, the reviewed studies did not show the direct effect or 
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influence of organizational communication on employee performance in manufacturing 

businesses. In addition, none of the reviewed studie had shown empirically the influence 

of communication medium on employee performance. Therefore, it was essential to 

conduct this study considering the theories and variables identified. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

In order to ensure validity and reliability as well as credibility and dependability of a 

research product, it is important to define the research procedures or methodologies that 

a researcher has followed. Therefore, this chapter discusses the methodology of the 

research that was utilized or followed in this study. It discusses the research design, the 

target population, sampling and sampling techniques, data collection procedures and 

instruments, piloting, as well as data presentation and analysis. 

3.2 Research Design 

According to Creswell (2014), a research design is a type of inquiry within qualitative, 

quantitative, and mixed method approaches that provide specific direction for 

procedures in a research. It shows all the major components of the research project and 

how they are organized to work together in answering the research questions (Kombo & 

Tromp, 2011). Its main purpose is to protect the study from various threats to validity 

and reliability as well as threats to credibility and dependability in case of qualitative 

analysis (Fischer et al., 2008). It is therefore important to identify the research design. 

The research design for this study was the convergent parallel mixed methods design. It 

is a form of mixed method design that refers to the simultaneous independent data 

collection and analysis to the quantitative and qualitative data in which results are 

merged to provide a more complete understanding of a phenomenon (Sweeney, 2016). It 

is the use of concurrent timing to conduct the quantitative and qualitative studies during 

the same phase of the research processes. Thus, the researcher converges or merges 

quantitative and qualitative data in order to provide a comprehensive analysis of the 

research problem (Creswell, 2014). This means that triangulation research method was 

used for this study. Triangulation was used to gain the advantages of both the qualitative 
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and the quantitative approach because each method offers specific advantages as well as 

disadvantages. Above all, the purpose of Triangulation in specific contexts is to obtain 

confirmation of findings through convergence of different perspectives (Yeasmin & 

Rahman, 2012). The triangulation of these methods was done at the point of discussion 

of the findings. Side-by-side triangulation approach was adopted. Thus, the quantitative 

findings were first presented and then followed with the qualitative findings and the 

theoretical aspects as required either to prove or disprove the findings.  

Although this study leaned more on quantitative method, it also considered some aspects 

of qualitative method in order to neutralize the weaknesses of quantitative method and 

be able to conduct a comprehensive research. In addition, it was important to consider 

the qualitative method because not only to ensure validity and reliability but also 

credibility and dependability of the research in addressing the research problems. 

Therefore, this study involved both the qualitative and quantitative data. Thus, this study 

adopted the convergent mixed method design that involved and obtained both qualitative 

and quantitative data. Therefore, the convergent parallel mixed methods design was 

relevant as a research design for this study.  

3.3 Target Population 

In statistics, a population refers to groups of people or objects that have similar 

characteristics from which a sample is drawn. A research population is nothing but a 

population that is subject for investigation. Bobbie (2001) defined research population as 

groups of people or objects or texts with similar characteristics that a researcher wishes 

to investigate. Therefore, the unit of analysis for this study was the individual employee 

of the selected large manufacturing businesses in Eritrea. Thus, the target population of 

this study was employees of the selected large manufacturing businesses in Eritrea with 

a total population size of 4175 employees as indicated in Table 3.1. 
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According to the manufacturing establishment of the Ministry of Trade and Industry, 

There are 27 large manufacturing businesses in Eritrea and from this number 17 of the 

large manufacturing businesses are in the central region, Asmara (see Appendix 3). 

However, 2 of the large manufacturing businesses in Asmara, ZAER Textile and 

Natsinet Enterprise Textile, were not involved in this study. This is because during the 

preliminary assessment, ZAER Textile was not cooperative while Natsinet Enterprise 

Textile was not functioning. In addition, Saba Shoe Factory, which was selected 

randomly, was used for piloting. Therefore, as indicated in Table 3.1, this study 

considered only 14 large manufacturing businesses that are based in the central region of 

Eritrea. 

Table 3. 1 List of the selected large manufacturing businesses 

Se. No. Name of Manufacturing Business No. of Employees 

1 Sembel Metal & Wood Works 977 

2 Baroco Eritrea 756 

3 Asmara Brewery Corporation 464 

4 Red Sea Bottlers 261 

5 Eritrea Textile 243 

6 Dahlak Shoe 219 

7 Sabur Printing Services 217 

8 Asmara Meat & Diary Products 216 

9 Keih Bahri Food Products 196 

10 Margran PLC 180 

11 Wina House Hold Utensils 126 

12 Space 2001 Eritrea 111 

13 Arag Wood & metal Work 105 

14 Hawashait Garment 104 

Total 4175 

Source: Ministry of Trade and Industry, Eritrea (See Appendix 3) 

3.4 Sampling Frame 

Sampling frame is a list of people or item that form a population from which a sample is 

drawn. According to Sekaran (2003), sampling frame is a list of all members of the 
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population from which a representative sample is drawn for the purpose of research. 

Hence, this research adopted a single-stage sampling frame or design. A single-stage 

sampling design is one in which the researcher has access to names in the population and 

can sample the people (or other elements) directly (Creswell, 2014). Therefore, for the 

purpose of this study, a list of large manufacturing businesses in Eritrea was required 

and was obtained from the Ministry of Trade and Industry, Eritrea (see appendix 3) from 

which the large manufacturing businesses for the study were obtained as indicated in 

Table 3.1. Then, from each of these selected large manufacturing businesses, lists of 

employees for each department of the manufacturing businesses were obtained from 

which then samples of employees for each department were drawn proportionately and 

randomly.  

3.5 Sampling and Sampling Techniques 

According to Kothari (2004), sampling is a process by which a relatively small number 

of individuals, objects or events are selected in order to infer the findings about the 

entire population. However, since the research design of this study was convergent 

parallel mixed methods design, the sample sizes for both the qualitative (interview) and 

quantitative data collection process was not the same. The sample size for the qualitative 

aspect was smaller than that for the quantitative aspect. This is because the intent of data 

collection for qualitative data was to locate and obtain information from a small sample 

but also to gather extensive information from this sample, whereas in quantitative 

research, a large sample size was needed in order to conduct meaningful statistical tests 

(Creswell, 2014). 

3.5.1 Sampling and Sampling Techniques for Quanititative  

For the quantitative aspect of this study, first, it was important to determine the total 

sample size of the study. The total sample size was determined using the statistical 

formula for determining sample size from a population. This was calculated by using 

Taro Yamane, which is a simplified formula to calculate a sample size (Israel, 1992). 
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The formula ensures that the sample size is the true representation of the population.  

The formula is: 

n = N / [1+N(e)
2
] 

Where,  n = total sample size of the study 

N = total population size of the study 

e = sampling error (margin of error)  

Sampling error is the range in which the true value of the population is estimated to be 

and is often expressed in percentage points (Israel, 1992). Hence, this study considered 

5% of sampling error with 95% of confidence level in which samples have the true 

population value.   

Since the total population size (N) of this study was 4175 employees and considering a 

sampling error (e) of 5%, the total sample size (n) of this study was:. 

 n = N / [1+N(e)
2
] 

 n = 4175 / [1+4175(0.05)
2
]  

 n = 365  

Therefore, a sample size of 365 employees of the selected large manufacturing 

businesses in Eritrea was used for the qunantitative aspects of this study. Once the total 

sample size of the study was determined, the sample sizes of employees for each of the 

selected large manufacturing businesses were determined proportionately using the 

following formula: 

 ni = [Ni / N] x n 

Where,  ni = sample size in the i
th

 stratum (i=1, …, k) 

Ni = population size of the i
th

 stratum 

N = total population size of the study 

n = total sample size of the study 
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Since the total population size (N) was 4175 employees and the total sample size (n) was 

365 employees, then the sample sizes for each selected large manufacturing businesses 

were determined proportionately as indicated in Table 3.2. 

Table 3. 2 Sample sizes of employees for each manufacturing business 

Se. 

No. 

 

Name of Manufacturing 

Business 

No. of Employees 

Ni 

Proportion 

Ni / N 

Sample size 

ni = [Ni / N] x n 

1 Sembel Metal & Wood Works 977 0.23 85 

2 Baroco Eritrea 756 0.18 66 

3 Asmara Brewery Corporation 464 0.11 41 

4 Red Sea Bottlers 261 0.06 23 

5 Eritrea Textile 243 0.06 21 

6 Dahlak Shoe 219 0.05 19 

7 Sabur Printing Services 217 0.05 19 

8 Asmara Meat & Diary Products 216 0.05 19 

9 Keih Bahri Food Products 196 0.05 17 

10 Margran PLC 180 0.04 16 

11 Wina House Hold Utensils 126 0.03 11 

12 Space 2001 Eritrea 111 0.03 10 

13 Arag Wood & metal Work 105 0.03 9 

14 Hawashait Garment 104 0.02 9 

Total 4175 
 

365.00 

The sampling technique used for the quantitative aspect of this study was the probability 

sampling technique, which is the proportionate stratified random sampling technique. In 

probability sampling, every member of the study population has a known and equal 

probability of being selected for the research sample (Creswell, 2014). Therefore, as the 

employees were sampled from their respective manufacturing businesses, the 

proportionate stratified random sampling technique was used because the technique 

ensures a representative sample of the population under study is obtained.    

Also, in proportionate stratified random sampling, sets of strata were identified and their 

proportion of population corresponding to each stratum was determined. Then a sample 
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was drawn randomly from each stratum so that proportions in the sample matched 

exactly the proportions in overall population (Brase & Brase, 2009). Thus, the 

proportionate stratified random sampling technique was applied because samples of 

employees from each stratum of the selected large manufacturing businesses were drawn 

proportionately and randomly. Therefore, since the departments of the respective 

manufacturing businesses were the strata of this study from which employees were 

randomly selected, the sample sizes for each department of the selected manufacturing 

businesses were determined proportionately as indicated in Table 3.3. However, Table 

3.3 does not show the list of departments for Baroco Eritrea, Red Sea Bottlers, and 

Hawashait Garments. This is because Baroco Eritrea and Red Sea Bottlers were not 

cooperative whereas Hawashait Garments was not functioning during the data 

collection.  

3.5.2 Sampling and Sampling Techniques for Qualitative   

For the qualitative aspect (interview), a sample of employees from the selected 

manufacturing businesses was taken using a non-probability sampling method, which is 

purposive sampling method. This method was used to select the membership of the 

sample based on research goals. This sampling method is based on the judgment of the 

researcher as to who will provide the best information to succeed with the objectives of 

the study (Etikan & Bala, 2017). Hence, the researcher selected employees for the 

interview based on their experiences in the manufacturing business. Employees with the 

highest work experience from their departments and job levels were selected for the 

interview.  

The sample size for the interview was determined using the concept of “information 

power” and “saturation.” According to Malterud, Siersma, and Guassora (2015, p.1754) 

“information power indicates that the larger information the sample holds, the lower 

sample size is needed, and vice versa. The size of a sample with sufficient information 

power depends on study aim, sample specificity, use of established theory, quality of  
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Table 3. 3  Sample sizes of employees for each strata (department) 

Se. 

No. 
Manufacturing Business Departments 

No. of 

Employees 

Sample 

size 

1 
Sembel Metal & Wood Works 

Metal work 400 35 

Wood work 322 28 

Hangars 255 22 

Total 977 85 

2 Baroco Eritrea ---- 756 66 

3 
Asmara Brewery Corporation 

Liquor production 210 18 

Brewery production 264 23 

  Total 464 41 

4 Red Sea Bottlers ---- 261 23 

5 
Eritrea Textile 

Yarn production 57 5 

Fabric production 69 6 

Garment production 117 10 

 Total 243 21 

6 
Dahlak Shoe 

Leather shoes production 92 8 

Canvas shoes production 57 5 

Plastic shoes production 70 6 

 Total   219 19 

7 
Sabur Printing Services 

Printing department 92 8 

Binding department 125 11 

 Total 217 19 

8 
Asmara Meat & Diary Products 

Meat production 114 10 

Dairy production 102 9 

 Total 216 19 

9 
Keih Bahri Food Products 

Flour production 126 11 

Wheat germ production 70 6 

 Total 196 17 

10 
Margran PLC 

Granite production 80 7 

Marble production 100 9 

 Total 180 16 

11 
Wina House Hold Utensils 

Aleminum department  80 7 

Plastic department 46 4 

  Total 126 11 

12 
Space 2001 Eritrea 

Earth blocks production 69 6 

Tiles production 42 4 

 Total 111 10 

13 
Arag Wood & metal Work 

Wood work 46 4 

Metal work 59 5 

  Total 105 9 

14 Hawashait Garment ---- 104 9 

Overall Total 4175 365 
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dialogue, and analysis strategy.” Similarly, Saturation refers to the collection of new 

data that does not shed any new information on the issue under investigation (Mason, 

2010). According to Creswell (as cited in Mason, 2010), grounded theory methodology 

suggests that a sample size of 20-30 is enough to reach saturation. Therefore, based on 

the concepts of “Information Power” and grounded theory methodology, this study 

considered a total sample size of 25 employees of the selected large manufacturing 

businesses in Eritrea for the interview. 

3.6 Data Collection Procedures 

This research was based on convergent parallel mixed design. This means that data was 

collected in both forms of quantitative and qualitative data. Creswell (2014) stated that 

the key idea with mixed design is to collect both forms of data using the same or parallel 

variables, constructs, or concepts. Hence, this study collected the data for both forms of 

quantitative and qualitative data using the same constructs or variables. In addition, 

according to Creswell (2014), qualitative data was obtained through open-ended 

questions without predetermined responses while quantitative data was obtained through 

closed-ended responses. 

In order to proceed with the data collection, however, it was important to permission 

from the selected large manufacturing businesses in Eritrea. For this purpose, the 

researcher obtained a supporting letter from the office of the National Commission for 

Higher Education, Eritrea. The researcher then submitted the letter to the selected large 

manufacturing businesses and communicated with their respective managers requesting 

for permission to collect data from employees of their respective manufacturing 

businesses. The main challenge was to get permission to access employees and it was 

not easy to convince the managers. However, most of the manufacturing businesses gave 

permission. Only two large manufacturing businesses did not grant permission to collect 

data while one large manufacturing business was not functioning at the time of data 
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collection. Therefore, the researcher was able to collect data from 11 large 

manufacturing businesses.  

In relation to participants, mixed method researchers include the sample of qualitative 

participants in the larger quantitative sample, because ultimately researchers make a 

comparison between the two databases and the more they are similar, the better the 

comparison (Creswell, 2014). However, although the participants for both the 

quantitative and qualitative aspects were from these selected large manufacturing 

businesses, none of the sampled employees participated in both methods of data 

collection (questionnaire and interview). This was done in order to avoid any influence 

on the results by participating in both methods of data collection.  

Both quantitative and qualitative data were collected in specified period of time, which 

was on June 2018 - September 2018. As Creswell (2014) described that data collection 

begun with a broad cross-sectional survey in order to generalize results to a population 

and then focused on qualitative open-ended interviews from participants to help explain 

the initial quantitative survey.  

In this data collection period, once permission to data collection was granted, the 

researcher and the respective coordinators or officers of the selected large manufacturing 

businesses determined the specific dates and time in which the employees would 

complete the questionnaire and to conduct the interviews. The specific procedures for 

each quantitative and qualitative data collection are described in the following sub-

sections.  

3.6.1 Data Collection Procedure for the Quantitative 

For the survey, the selected employees of the respective manufacturing businesse were 

gathered in a hall at their work place at the specified date and time. The researcher 

explained the purpose of the research and affirmed that the data collected would be kept 

safely and would be remained confindentia as was also stated in the attached 
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questionnaire. The questionnaires were then distributed to the candidates and the 

completed questionares were collected immediately. Since the questionnaire was 

prepared in both English and Tigrinya (Eritrea national language) languages, the 

respondents completed the questionnaire using the language convenient to them. 

Through this strategy, the survey was conducted smoothly as initially planned.  

3.6.2 Data Collection Procedure for the Qualitative 

For the qualiatative data collection, the respective manufacturing businesses provided an 

office space on the specific dates and time that were determined ahead by the researcher, 

coordinator, and the interviewees. The interviews were then conducted on the 

purposefully selected employees of the manufacturing businesses from the various levels 

at the specified date and time. The interview was done on face-to-face with one 

candidate at a time. The conversation was recorded using recorder with the consent of 

the participants and notes were taken as a backup by the researcher. The interview quide 

was prepared in English language but Tigrinya language was used during the interviews 

in order to make the conversation convenient, understandable and smooth. The 

translation from English to Tigrinya was done ahead of the interview and it was done by 

the researcher because Tigrinya is his native language. The interviews were therefore 

conducted smoothly on an average of 40 minutes per interview.    

3.7 Data Collection Instruments 

This research was based on convergent parallel mixed design. Hence, both quantitative 

and qualitative data were collected using printed questionnaire (see Appendix 1) in a 

specified period of time and using interview guides (see Appendix 2) for qualitative 

data. Therefore, the instruments for data collection were questionnaire and interview (a 

voice recorder and back-up notes were used). The questionnaire was used to collect 

quantitative data from employees of the selected large manufacturing businesses. 

Similarly, a few employees of the selected large manufacturing businesses were 

considered for interview. In addition, using these instruments, data were collected from 
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employees in different levels and skills so long as they were selected in the sample. All 

employees had equal probability of being selected in the sample. However, the level of 

the employees was given the required attention for interview in order to get the 

necessary data that reflects all perspectives. 

The questionnaire was basically focused on the independent and dependent variables of 

this study. The questionnaire was designed carefully so as to yield valid information 

using questions that were close-ended. Most of the questions in the questionnaire were 

prepared using Likert Scale (strongly agree, agree, neutral, disagree, and strongly 

disagree). The questions were prepared by the researcher considering the objectives, the 

conceptual framework, and the literature reviews in this study. The required attention 

was also given to the questionnaire to ensure validity of the questionnaires. Validity 

refers to the meaningfulness of the questionnaire. According to Bolarinwa (2018), 

validity refers to the degree to which the questionnaire, as an instrument of 

measurement, measures what it is supposed to measure. Therefore, to ensure validity, 

the questionnaire was designed in a way that individual questions were relevant, 

appropriate, intelligible, precise, and unbiased. In addition, the questionnaire was 

prepared in English language and Tigrinya (Eritrea national language) because some 

employees could experience difficulties in understanding English. The translation from 

English to Tigrinya language was done by the researcher because Tigrinya is his native 

language. However, the rsearcher referred English-Tigrinya Dictionary by Rahman 

(2007) for the technical words as required. Simple and plain language was also used. 

The arrangement of the questions in terms of the conceptual flows and the layout of the 

questionnaire in terms of formatting were also considered. The questionnaire was 

designed on anonymous data collection procedure, i.e., name of the respondents were 

not asked.  

In addition to validity, reliability of a questionnaire was also important. According to 

Bolarinwa (2015) and Improvement Skills Consulting Ltd. (2009), reliability is a 
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measure of how a questionnaire produces a consistent result when repeated and how the 

items in the the questionnaire measure the same thing. It can be measured using Test-

Retest (repeatable) or using Internal Consistency Measures (such as Cronbach’s Alpha 

reliability coefficient or Split-half analysis) as this determines how well items contained 

in the questionnaire measure the “same thing.” According to Field (2006), in test-retest 

reliability measure, a person, considering other things being equal, should get the same 

score in a questionnaire when the person completes it at two different times. However, 

according Bolarinwa (2015), Internal Consistency Measures relate to the degree to 

which the items in the questionnaire measure the same thing. Although internal 

consistency can be estimated using Cronbach’s Alpha reliability coefficient or Split-half 

analysis, Cronbach’s Alpha is the most widely used to measure reliability (Bolarinwa, 

2015). Therefore, this study used Cronbach’s Alpha reliability coefficient to measure 

reliability of the questionnaire since it is appropriate for the reliability measure of the 

instrument in Likert-type items (Gliem & Gliem, 2003). 

In relation to the interview, the interview was designed using confidential data collection 

procedure. This means that respondents’ name and other personal data were kept 

confidential. The interview utilized unstructured and open-ended interview method. The 

interview was conducted on individual face-to-face basis. The questions for the 

interviews were designed carefully to ensure internal validity of the interviews just like 

the questionnaires. The interview proceedings were recorded in a voice recorder with the 

consent of the participants. In addition, back-up notes were taken as interviews 

progressed. The notes were then checked and compared when the transcriptions were 

made.  

3.8 Pilot Study 

In order to ensure reliability and validity of the data as well as whether the research 

instrument was adequately designed, it was important to conduct a pilot study before 

undertaking the actual study. Piloting was conducted to ensure the effectiveness and 
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viability of the questionnaire. It was helpful in assessing the simplicity of the questions 

asked, the relevance, and appropriateness of the questions for the target population. 

Piloting also helped to ensure the reliability of the questionnaire as the results in Table 

4.5 show that the questionnaire had met the reliability requirement. 

According to Wimmer and Dominick (2011), for piloting, a small sample size should be 

taken in order to determine whether the study approach is correct and help to refine the 

questions in the questionnaire. In addition, Wimmer and Dominick (2011, p.200) argue 

that “self-administered questionnaire should be pre-tested with the type of respondents 

who will participate in the actual study.” In line with this, Perneger, Courvoisier, 

Hudelson, and Ageron (2014) recommended that 30 participants are a reasonable size 

for pre-tests of questionnaires.   

A pilot test for the questionnaire of this study was therefore done using employees with 

similar characterstics to respondents who participated in the actual study. The pilot study 

was done from April 2018 – May 2018. It was done on 30 employees of Saba Shoe 

Factory, which is located in the central region. This manufacturing business was selected 

randomly from the 15 large manufacturing businesses located in the central region. 

Employees of Saba Shoe Factory were therefore not part of the final sample for the 

actual study. 

While conducting the pilot test, the researcher noted the complaints on language and the 

need for re-stating some statements since the questionnaire was prepared in both English 

and Tigrinya languages. Accordingly, changes were made to simplify the language used 

and adjusting the said statements in the questionnaire so that participants were able to 

understand the questions with ease. Moreover, based on the pilot study carried out, the 

design of the questionnaire was proved to be fine in terms of relevance, appropriateness, 

and simplicity. The pilot study was helpful in improving the questionnaire as a research 

instrument for the actual study. Importantly, the pilot study ensured the validity of the 

questionnaire.   
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3.9 Ethical Considerations 

This research dealt with organizational communication and employee performance in 

selected large manufacturing businesses in Eritrea. Therefore, data was collected from 

employees of the manufacturing businesses using questionnaires and interviews. 

However, in order to collect data, the researcher had obtained authorization and 

supporting letter from the National Commission for Higher Education in Eritrea (see 

appendix 5). The, researcher then requested the managers of the selected manufacturing 

businesses for permission to collect data from their respective employees.  

Once access to data collection was granted, the researcher informed participants about 

the purposes, procedures and benefits of the research. The participants were informed 

that the data collected through the questionnaire and interview would remain 

confidential and would not be given to anyone else for any other purpose. They were 

also informed that the data collected would only be used for the intended purposes of the 

research and that the researcher would not make any changes to the data collected. The 

collected data was therefore used for analysis without any alterations. Participants in the 

interview were requested for permission for audio recording of the interviews. They 

were informed that the audio recording would be deleted later on once the research was 

done and the recorded data would be useful anymore.  

3.10 Data Presentation and Analysis 

The data collected was related to both quantitative and qualitative data. To begin with, 

the data collected was first checked for accuracy, consistency and completeness to 

ensure that the data collected was as originally intended. Then, once the quantitative data 

were entered into SPSS for analysis, the quantitative data results are presented in tables 

whereas the qualitative data results are presented in summary and narative forms.   

The quantitative data was collected using questionnaires in which most of the questions 

were prepared in a Likert scale (strongly agree, agree, neutral, disagree, and strongly 
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disagree). For the purpose of statistical analysis for the quantitative data, SPSS was 

used. Since the data was in Likert type, a coding scheme was designed (for instance, 

0=strongly agree, 1=agree, 2=neutral, 3=disagree, and 4=strongly disagree) and then 

data was entered accordingly into SPSS. Once the data was entered into SPSS and 

checked for accuracy and completeness, the quantitative data was analyzed using 

descriptive and inferential statistics.  

Descriptive statistics enable researchers to summarize and organize data in an effective 

and meaningful way and provide tools for describing collections of statistical 

observations as a result reducing information to an understandable form (Nachmias & 

Nachmias, 2006). Thus, for the purpose of descriptive analysis, percentage was used. 

However, to infer the variables from the sample to the population being studied, 

inferential statistics was used (Creswell, 2014). For the inferential analysis, correlation, 

regression, ANOVA and t-statistics were used.  

For the correlation analysis between the independent variables (communication pattern, 

communication structure, communication medium and communication climate) and 

dependent variable (employee performance), Pearson correlation coefficient (r) was 

used. The value of Pearson correlation coefficient (r) ranges between -1 and 1, and it can 

be expressed mathematically as  -1 ≤ r ≤ 1, where r=1 indicates strong positive 

relationship, r= -1 indicates strong negative relationship, and r=0 indicates there is no 

relationship between the independent and dependent variables. 

In respect to the regression analysis, regression coefficients and models were used to 

further determine the influence of the independent variables on the dependent variable as 

indicated in the conceptual framework (see Figure 2.1) of this study. The study adopted 

the following general regression models to analyze the relationships of the independent 

and dependent variables. 
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The simple linear regression model is expressed as: 

Y= β0+ βi Xi + € ..................................................................................... Model 1 

Where; 

Y = Dependent variable 

Xi = Independent variable 

β0 = Constant (Co-efficient of intercept)  

βi = Regression coefficients of the independent variable 

€ = Error term 

and the multi-linear regression model is expressed as: 

Y= β0+ β1 X1 + β2 X2 + β3 X3 + β4 X4 + … + βn Xn + € ........................... Model 2 

Where; 

Y = Dependent variable 

Xi = Independent variables, where i=1, 2, …, n 

β0 = Constant (Co-efficient of intercept)  

βi= Regression coefficients of the independent variables, where i=1, 2, …, n 

€ = Error term 

In order to determine, the linear relationship between individual independent variable 

and the dependent variable, the simple linear regression model, which is Model 1, was 

used. For the multi-linear relationship, the multi-linear regression model was adopted, 

which is Model 2. 

In addition to the correlation and regression analysis, ANOVA was also used in order to 

test the hypothesis of the regression models and to determine the relationships between 

the independent variables and the dependent variable. ANOVA was used to determine 

the relationship between the independent variables as well as to determine whether the 

goodness of fit of the regression model fits the data. In line with this, the t-statistics 
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values were used in order to determine the most important contributor of the 

independent variables on the dependent variable in the multi-linear relationship. 

In respect to the qualitative aspect of this study, the qualitative data was collected from 

interviews of the employees of the selected large manufacturing businesses. The 

qualitative data was analyzed using qualitative data analysis method. The qualitative 

data from the interview was transcribed and organized according to the contents 

(themes) in relation to the interview questions. Based on the themes identified, the key 

points of the data was identified, summarized and narrated. Then, the summarized and 

narrated data was objectively interpreted in relation to the objectives of the study.   

Once both quantitative and qualitative data were analyzed separately, both types of data 

were merged together in the discussion of the findings since this study adopted a 

convergent mixed-parallel method. Thus, the triangulation method was adopted. 

Although there are several ways or approaches used to merge both types of data, side-

by-side approach was adopted in this study. Thus, the researcher first reported the 

quantitative statistical findings and then discussed the qualitative findings that either 

confirm or disconfirm the statistical results (Creswell, 2014).  
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CHAPTER FOUR 

RESERCH FINDINGS AND DISCUSSIONS 

4.1 Introduction 

This chapter presents and discusses the findings of the study that examined the influence 

of organizational communication on employee performance in selected large 

manufacturing business in Eritrea. The findings are examined with regard to the study 

objectives in order to comprehensively answer the research questions. This chapter 

begins with discussing the response rate and the socio-demographic information of the 

respondents. It then presents the reliability analysis and the test of assumptions related to 

the parametric statistics used for the inferential analysis in this study. It also disusses the 

findings of the descriptive statistics of the items in the questionnaire relating to 

particular objectives of the study followed by the inferential statistical analysis of the 

particular objectives of the study. Since the research design of this study was a 

convergent parallel mixed method, the findings of both the quantitative and qualitative 

are triangulated. Thus, both the quantitative and qualitative findings of the study are 

discussed and integrated topic by topic to comprehensively elaborate the findings 

relating to the study objectives. 

4.2 Response Rate  

As shown in Table 4.1, 14 large manufacturing businesses in Eritrea were initially 

selected for the study purposes and a total sample size of 365 employees were 

considered for the quantitative aspect of this study. However, two manufacturing 

businesses (Baraco Eritrea and Red Sea Bottlers) were not cooperative and the 

researcher was not given permission to collect data from their manufacturing businesses. 

In addition, one manufacturing business (Hawashait Garment), despite its willingness to 

cooperate, was not functioning at the time of data collection period. Therefore, data was 

collected only from the 11 manufacturing businesses with a total of 267 respondents for 

the quantitative aspects. According to Baruch (1999), the reasonable acceptable response 
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rate that can contribute to the validity of the study is 60% +/-20. This implies that 80% 

and above is considered high response rate and below 40% is poor response rate. 60% 

and above is acceptable response rate. Therefore, as Table 4.1 shows, 267 questionnaires 

were sufficiently completed as the response rate. Thus, considering that the sample size 

was 365 employees, the response rate was 73.15%, which is a good response rate to 

addresses the research objectives.  

Table 4. 1 Response rate of the respondents for the quantitative data 

Manufacturing Business 
Population 

Size 

Sample 

Size 

Response 

Rate 

Percentage 

(%) 

Sembel Metal & Wood Works 977 85 85 23.29 

Baroco Eritrea 756 66 - - 

Asmara Brewery Corporation 464 41 41 11.23 

Red Sea Bottlers 261 23 - - 

Eritrea Textile 243 21 21 5.75 

Dahlak Shoe 219 19 19 5.21 

Sabur Printing Services 217 19 19 5.21 

Asmara Meat & Diary Products 216 19 19 5.21 

Keih Bahri Food Products 196 17 17 4.66 

Margran PLC 180 16 16 4.38 

Wina House Hold Utensils 126 11 11 3.01 

Space 2001 Eritrea 111 10 10 2.74 

Arag Wood & metal Work 105 9 9 2.47 

Hawashait Garment 104 9 - - 

Total 4175 365 267 73.15 

 

For the qualitative aspect of the study, the interview was supposed to be conducted on 

25 employees of the selected 14 large manufacturing businesses from different levels of 

job ranking (lower level, unit head, department head, and upper levels) on an individual 

based interview. However, the researcher was not able to collect data from three 
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manufacturing businesses as described above and thus only 21 employees, who were 

selected purposefully, were interviewed from the selected 11 large manufacturing 

businesses. Therefore, the response rate for the interview was 84%. In addition, Table 

4.2 presents the distribution of employees for the interview in their respective 

manufacturing businesses. The distribution of employees for the interview was assigned 

by considering the size of the respective manufacturing businesses.  

Table 4. 2 Distribution of Respondents for the Interview 

Manufacturing Business Sample Size Percentage (%) 

Sembel Metal & Wood Works 5 23.8 

Asmara Brewery Corporation 2 9.5 

Eritrea Textile 2 9.5 

Dahlak Shoe 2 9.5 

Sabur Printing Services 3 14.2 

Asmara Meat & Diary Products 1 4.8 

Keih Bahri Food Products 2 9.5 

Margran PLC 1 4.8 

Wina House Hold Utensils 1 4.8 

Space 2001 Eritrea 1 4.8 

Arag Wood & metal Work 1 4.8 

Total 21 100 

4.3 Demographic Information of the Respondents 

The demographic information of the respondents provides data regarding the 

participants in a research study. It helps to understand how individuals are represented in 

the sample of the target population. Therefore, the demographic information in terms of 

gender, age, educational level, work experiences, and job level of the respondents is 

presented in Table 4.3. The proportions of each demographic item on Table 4.3 indicate 

that there is sufficient enough representaions in the sample that would help to address 

the research questions.  
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Table 4. 3 Demographic Information of the Respondents 

Demographic Category Frequency Percentage (%) 

Gender 

Male 198 74.2 

Female 69 25.8 

Total 267 100 

Age  

18 - 30 87 32.6 

31 - 40 72 27.0 

41 – 50 46 17.2 

51 – 60 34 12.7 

61 - 70 28 10.5 

Total 267 100 

Educational 

Level  

Elementary level (Grade 1 – 6) 16 6.0 

Junior level (Grade 7 – 8) 31 11.6 

Secondary level (Grade 9 – 12) 105 39.3 

Certificate Level 78 29.2 

Diploma level 31 11.6 

Degree level 6 2.2 

Total 267 100 

Work 

Experience 

1 – 10 133 49.8 

11 – 20 61 22.9 

21 – 30 39 14.6 

31 – 40 21 7.8 

41 & above 13 4.9 

Total 267 100 

Job Level 

Lower Level 210 78.7 

Unit Head 32 11.9 

Department Head 23 8.6 

Operational Manager 1 0.4 

General Manager 1 0.4 

Total 267 100 
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For the qualitative aspect (interview) of the study, Table 4.4 presents the distribution of 

job levels or ranking of the employees that were interviewed. Therefore, Table 4.4 

shows that the interview was done on employees at various levels with sufficient 

proportions in order to get the qualitative data that was needed to address the research 

questions.  

Table 4. 4 Job ranking of the respondents for the interview 

Job Ranking  Frequency Percentage (%) 

Lower level employees 6 28.6 

Unit head  5 23.8 

Head department 6 28.6 

Upper level 4 19 

Total 21 100 

4.4 Reliability Analysis  

In order to determine the accuracy and consistency of the records from which the 

descriptive and inferential analysis would be conducted for the research variables, it 

became important to conduct a reliability analysis. Reliability refers to “the degree to 

which the results obtained by a measurement and procedure can be replicated and 

importantly contributes to the validity of a questionnaire” (Bolarinwa, 2015, p.1). 

Therefore, a reliability analysis helped to ensure the possible validity of the decisions 

that would be made based on the test scores. The most commonly and widely used 

measure of reliability analysis is Cronbach’s alpha (Bolarinwa, 2015).  Moreover, 

Cronbach’s alpha is appropriate for the reliability analysis of an instrument in Likert-

type items (Gliem & Gliem, 2003). The acceptable Cronbach’s alpha value is above 0.6 

(George & Mallery, 2003). 

Therefore, a Cronbach’s alpha was used for the reliability analysis of the instrument of 

this study. A Cronbach’s alpha was calculated for each of the independent variables of 

this study as indicated in Table 4.5. The findings in Table 4.5 show that there is a good 
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internal consistency (reliability) of the items in the likert-scale because all Cronbach’s 

Alpha values for each of the independent and dependent variables are above the minimal 

acceptable value (0.60). Therefore, it was reliable to conduct a statistical analysis based 

on the data collected through the questionnaire.  

Table 4. 5 Cronbach’s Alpha values 

Variable Construct Number of Items Cronbach's Alpha 

Communication pattern 20 0.770 

Communication structure 27 0.849 

Communication medium 9 0.774 

Communication climate 15 0.712 

Employee performance 15 0.843 

4.5 Test of Assumptions 

In order to infer statistically from the research findings, first and foremost, it was 

important to conduct some tests of assumptions before conducting any data analysis. 

Testing assumptions would help the researcher to confidently and concretely carry out 

the data analysis and would be able to infer precisely from the findings. Therefore, the 

test assumptions that were considered in this study are test of sampling adequacy, test of 

normality, test of linearity, homoscedasticity and multi-collinearity diagnostics. 

4.5.1 Sampling Adequacy Test 

Before conducting data analysis and interpreting the findings, it was important to 

conduct sampling adequacy tests. According to Burton and Mazerolle (2011), sampling 

adequacy helps the researcher to get information regarding the grouping of survey items 

into interpretable factors that can better explain or describe the variables under 

investigation. Sampling adequacy examines the correlation among the grouping items in 

the survey. Therefore, examining sampling adequacy can help to determine whether the 

survey items have some sort of relationship to one another (Burton & Mazerolle, 2011). 

Hence, sampling adequacy must be tested.  
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Sampling adequacy can be tested by using Kaiser-Meyer-Olkin (KMO). A KMO 

correlation value above 0.60 - 0.70 is considered sampling adequacy (Burton & 

Mazerolle, 2011).  However, the correlation matrix needs to be tested further for 

significance in order to determine the suitability of the data for analysis and interpreting 

the findings of the constructs. This is because if there is no relationship among the items 

in the survey, the data would not be suitable for analysis (Taherdoost, Sahibuddin, & 

Jalaliyoon, 2014; Burton & Mazerolle, 2011). For this purpose, Bartlett’s test of 

Sphericity can be used as it provides a chi-square output. The chi-square output must be 

significant, i.e. P < 0.05, to indicate that there is relationship among the items in the 

survey (Williams, Onsman, & Brown, 2010; Burton & Mazerolle, 2011).  

Therefore, Kaiser-Meyer-Olkin (KMO and Bartlett’s Test of Sphericity was conducted 

for this study in order to ensure the sampling adequacy and suitability of the data for 

analysis as indicated in Table 4.6. The findings in Table 4.6 confirmed that there is a 

sampling adequacy since KMO is 0.691 and there is a significant relationship among the 

items in the survey since P=0.000<0.05. Once this was confirmed, it was suitable to 

move forward with the statistical analysis of the research study under investigation. 

Table 4. 6 Sampling Adequacy Test - KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .691 

Bartlett's Test of Sphericity Approx. Chi-Square 173.129 

df 6 

Sig. .000 

4.5.2 Test of Normality for all Variables 

Nearly all the parametric statistical measures, such as T-test, ANOVA, correlation and 

regression, assume that the sample data distribution follows normality (Razali & Wah, 

2011; Mordkoff, 2016). However, some sample data maintain normality and others may 

not. Therefore, it is important to check whether the data of the variables follow normal 
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distribution or not because it determines how data are described and analyzed (Sainani, 

2012). If the data analysis is conducted while the assumption of normality is violated, 

then the interpretation and inferences that have been made could not be reliable (Razali 

& Wah, 2011). This implies that researchers need to test the sampled data for normality 

prior to the statistical data analysis. 

According to Razali and Wah (2011), the assumption of normality can be checked using 

three common ways. These are: the graphic methods (histogram, the normal quantile-

quantile plot (Q-Q plot), box plot, and stem-and-leaf plot), the numerical method 

(Skewness and Kurtosis) and formal normality test (Kolmogorov-Smirnov test, Shapiro-

Wilk test, etc). However, Razali and Wah (2011, p.21) stated that “the graphical 

methods are still not sufficient to provide evidence that the normal assumption holds 

even though they can serve as a useful tool in checking normality for sample of “n” 

independent observations.” Consequently, formal methods should be applied and 

performed to test normality before making any conclusions about the normality of the 

data. 

Therefore, normality test was conducted using the formal normality tests: Kolmogorov-

Smirnov test and Shapiro-Wilk test as indicated in Table 4.7. However, the Shapiro-

Wilk test was considered to determine normality of the variables since it is more 

powerful for all types of sample size and distributions than Kolmogorov-Smirnov test 

(Razali & Wah, 2011). According to Mordkoff (2016), if the resulting p-value is under 

0.05 (i.e. p < 0.05), then there is significant evidence that the sample is not normal. 

Therefore, according to the findings in Table 4.7, the independent variables: 

communication medium with p=0.000 < 0.05 and communication climate with p=0.003 

< 0.05 are not normal.  
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Table 4. 7 Kolmogorov-Smirnov and Shapiro-Wilk tests of normality  

 
Kolmogorov-Smirnov

a
 Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

Communication Pattern .075 267 .001 .990 267 .063 

Communication  Structure .059 267 .024 .995 267 .584 

Communication  Medium .111 267 .000 .953 267 .000 

Communication  Climate .067 267 .005 .983 267 .003 

Employee performance .052 267 .076 .990 267 .080 

According to Shapiro-Wilk test of normality, communication medium and 

communication climate were found not normal. Therefore, the researcher decided to 

determine further the skewness and kurtosis of these variables. This is because skewness 

and kurtosis helps to check normality of a variable under investigation with a numerical 

value. Thus, they check the degrees of skewness as well as the degrees of peak and tail 

of the variable distribution.  

Park (2008) noted that a variable with skewness and kurtosis values of 0 and 3 (excess 

kurtosis = 0) respectively would be considered as normal; Skewness > 0 indicates the 

variable is skewed to the right and skewness < 0 indicates the variable is skewed to the 

left; kurtosis > 3 (excess kurtosis > 0) indicates the variable distribution has high peak 

and thin tail, and kurtosis < 3 (excess kurtosis < 0) indicates the variable distribution has 

low peak and thick tail. This implies that when the absolute values of both the skewness 

and excess kurtosis approach to 0, then the data distribution is approximately normal. 

However, as a measurement of normality for a data distribution, skewness is more 

important than kurtosis. This is because normality is nothing but symmetry of a data 

distribution (Pett, 2015). Therefore, as a rule of thumb, according to Park (2008), if 

skewness is < -1 or >1, it is highly skewed; if -1 < skewness < -0.5 or 0.5 < skewness < 

1, it is moderately skewed; and if -0.5 < skewness <0.5, it is approximately normal.  
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Table 4. 8 Statistics of Skewness and Kurtosis for all variables 

 
N Skewness Kurtosis 

Statistic Statistic Std. Error Statistic Std. Error 

Communication Pattern 267 -.187 .149 .345 .297 

Communication Structure 267 .061 .149 .007 .297 

Communication Medium 267 .838 .149 .919 .297 

Communication Climate 267 .225 .149 1.245 .297 

Employee performance 267 .079 .149 -.510 .297 

Valid N (listwise) 267     

The skewness and kurtosis test for all the independent variables were conducted as 

indicated in Table 4.8. The findings in Table 4.8 show that the absolute values of 

skewness and excess kurtosis for communication pattern were -0.187 & 0.345 

respectively; for communication structure were 0.061 and 0.007 respectively; and for 

employees performance were .079 and .510 respectively. Hence, since the skewness and 

excess kurtosis values for the communication pattern, communication structure and 

employee performance approaches to zero, they are approximately normal. For the 

communication climate, although the excess kurtosis value was 1.245 which indicates 

high peak and thin tail, the skewness value was 0.225, which is less than 0.5 and 

approaches to zero. It was therefore reasonable to assume that the data distribution for 

the communication climate followed approximately a normal distribution. However, for 

the communication medium, since the skewness and excess kurtosis values were 0.838 

and 0.919 respectively in which case both values approach to 1, the variable is 

approximately skewed to the right with high peak and thin tail. Hence, the data 

distribution for the variable, communication medium is not normal.  

Since both Shapiro-Wilk test and skewness test of normality for communication medium 

indicate that it is not normal, it was important to transform the data variable of the 

communication medium using transformation tools. Such transformation tools help to 

meet the assumption requirement of normality and thus to bring the data distribution of 
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the variable to be normal (Curran-Everett, 2018). Although different types of data 

transformation tools, such as Log 10, square root, inverse, etc., are available, the 

researcher used the Log10 (Logarithm of 10) transformation option because “the Log 

transformation is, arguably, the most widely used tool to transform a skewed data in 

order to approximately conform normality” (Feng et al., 2014, p.106).  According to 

Curran-Everett (2018), the Log transformation can help the sample data better meet the 

assumption of normality and thus satisfy assumptions of some statistical analysis. 

However, since some sample data do not approximate the Log-normal distribution, the 

transformed data may not be necessary normal or reduce skewness. Even in some case, 

the transformed data might be more skewed than the original data. Therefore, the 

transformed data must again be subjected to test of normality. 

After the data variables for communication medium was transformed using Log10, 

Kolmogorov-Smirnov and Shapiro-Wilk tests were conducted to test normality for the 

new set of data variable as indicated in Table 4.9. According to the findings in Table 4.9, 

the Log transformed data distribution for the communication medium was normal since 

the Shapiro-Wilk test indicates that p=0.07 > 0.05.   

Table 4. 9 Kolmogorov-Smirnov and Shapiro-Wilk tests for the transformed data 

 
Kolmogorov-Smirnov

a
 Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

Communication Medium Log .071 267 .002 .990 267 .070 

The skewness and kurtosis tests were conducted in order to check the normality of the 

Log transformed data as indicated in Table 4.10. The findings in Table 4.10 indicate that 

the Log transformed data satisfied the normality assumptions since the absolute values 

of Skewness and excess kurtosis were 0.009 and 0.091 respectively in which both values 

approache to a value of 0. Thus, the Log-transformed data for communication medium 

met the normality requirement.  
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Table 4. 10 Skewness and Kurtosis tests for the Log transformed data 

 
N Skewness Kurtosis 

Statistic Statistic Std. Error Statistic Std. Error 

Communication Medium Log 267 .009 .149 -.091 .297 

Valid N (listwise) 267     

The findings of all the normality tests above ensured that the data distributions are 

normal. Therefore, it was possible to move forward to conduct the statistical data 

analysis using the parametric measurements of statistics - correlation, regression, 

ANOVA, and t-test. 

4.5.3 Tests of Normality, Linearity and Homoscedasticity for Multi-Regression 

The assumption of normality for multi-regression refers to whether the data of the 

predictor variables are normally distributed. According to Razali and Wah (2011), the 

assumption of normality can be checked by the graphic methods (histogram). Therefore, 

the normality of the independent variables for multi-regression can be checked by 

visualizing the histogram. If the histogram is a symmetrical bell-shaped graph, then it is 

normal. Therefore, by visualizing the histogram on Figure 4.1, the assumption of 

normality for the multi-regression satisfied because the graph is approximately 

symmetrical bell-shaped graph. 

 
Figure 4.1  Histogram for normality 
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The assumption of linearity refers to the straight-line relationship between the predictor 

variables and the outcome variable. This linearity can be checked simply by visual 

examination of the residual plots, that is, the plots of standardized residuals as a function 

of the standardized predictor values (Osborne and Waters, 2002). Therefore, the 

assumption of linearity was examined based on the standardized residual plots on Figure 

4.2. Accordingly, the researcher visualized that the residual plots were scattered around 

the straight-line. Hence, linearity of the independent variables was satisfied.  

 
Figure 4.2  Standardized residual plot for linearity 

The other assumption that was considered was homoscedasticity. According to Knaub, 

(2007), “homoscedasticity refers to the variances of the predictions determined by 

regression remains constant.” Thus, it explains a situation in which the residuals (error 

terms) remain constant or distributed consistently across all the predictors values 

(Statistics Solutions, 2011; Keith, 2015). Homoscedasticity can also be examined in the 

same way linearity is examined. It is examined using residual plots. Thus, if the 

residuals (errors) are scattered around zero, they provide even distribution. Therefore, 

the researcher examined homoscedasticity by visualizing the standardized residual plots 

on Figure 4.3. Accordingly, the residuals were scattered and evenly distributed around 

zero (the horizontal-line). Hence, there was a homoscedasticity.   
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Figure 4.3  Standardized residual plot for homoscedasticity 

4.5.4 Test of Multicollinearity among the Independent Variables 

Testing for multicollinearity of the predictors in a regression model is important because 

it has an adverse impact on the regression analysis (Vatcheva, Lee, McCormick, & 

Rahbar, 2016). Collinearity among the predictors increases estimates of variance, i.e. 

inflation of variance parameter when it is not, that ultimately yield in high R
2
 

(coefficient of determination of the regression) while there is low parametric 

significances and hence the results in the parameter will be incorrect and less precise 

(Mela & Kopalley, 2002). Therefore, it was important to conduct multicollinearity test 

among the predictors (independent variables) in order to ensure that the regression 

model fits to predict the dependent variable. 

According to Midi, Sarkar and Rana, (2010), multicollinearity can be diagnosed using 

tolerance value (TV) and variance inflation factor (VIF). Tolerance measures the 

collinearity of predictors based on the regression coefficient of determination, i.e. TV = 

1-R
2
, and VIF is the reciprocal of tolerance, i.e. VIF = 1/TV. VIF measures the variance 

inflation of the parameter estimates due to the multicollinearity of predictors 

(Vatcheva1, et al., 2016). Therefore, it is important to determine the values of tolerance 

and VIF to check the existence of the multicollinearty among predictors. Although there 
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are no formal cutoff values for tolerance and VIF, Midi et al. (2010) suggests that a 

tolerance value less than 0.1 indicates that there is a serious collinearity and less than 0.2 

indicates a potential collinearity. Similarly, a VIF value greater than 10 indicates the 

presence of collinearity.  

In addition to Tolerance and VIF, condition index (CI) can be also used to check 

collinearity among predictors. If the condition index is 15, there is a concern of 

multicolinearity and if CI greater than 30, it indicates that a presence of a serious 

multicollinearity (Midi et al., 2010). This implies that if the condition index is less than 

15, then there is no collinearity among the predictor variables and hence the regression 

model would be adequately fit to predict the dependent variable. Therefore, in order to 

diagnose multicollinearity among the predictors, the tolerance, VIF, and condition index 

should be examined. Therefore, this study examined these three diagnostic tools to test 

multicollinearity among the independent variables as indicated in Table 4.11 and Table 

4.12.  

Table 4. 11 Collinearity Statistics – Tolerance and VIF 

Model 
Collinearity Statistics 

Tolerance VIF 

1 

Communication Pattern .831 1.204 

Communication Structure .648 1.543 

Communication Medium Log .765 1.307 

Communication Climate .747 1.339 

a. Dependent Variable: Employee Performance 

According to the findings in Table 4.11, all the tolerance values are greater than 0.2 and 

the VIF values are less than 10. Therefore, there is no collinearity among the 

independent variables. In addition, the findings in Table 4.12 indicate that all the 

condition index values are less than 15. This implies that there is no collinearity among 

the predictor variables. Therefore, all the three multicollinearity diagnostic tools: 
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tolerance, VIF, and condition index, confirmed that there is no collinearity among the 

predictor variables.  

Table 4. 12 Collinearity Diagnostics – Condition index 

Dimension 

Eigen 

value 

Condition 

Index 

Variance Proportions 

(Constant) 

Comm. 

Patterns 

Comm. 

Structure 

Comm. 

Medium Log 

Comm. 

Climate 

1 4.759 1.000 .00 .00 .00 .00 .00 

2 .094 7.107 .02 .31 .00 .63 .01 

3 .065 8.573 .02 .32 .01 .34 .50 

4 .044 10.435 .20 .05 .95 .03 .05 

5 .038 11.164 .76 .32 .04 .00 .44 
a. Dependent Variable: Employee Performance 

In conclusion, all the tests of assumptions confirmed that there was adequacy of 

sampling, reliability, and normality of each independent variable. Similarly, the 

assumptions of normality, linearity and homoscedasticity for the overall predictor 

variables were satisfied. In addition, all the tests of multi-collinearity (tolerance, VIF, 

and condition index) confirmed that there was no collinearity among the predictors 

(independent variables). It was therefore relevant to conduct the statistical tests of 

analysis using the parametric statistaics (linear and mutli-linear correlation and 

regression, and ANOVA to test the hypothesis of this study. Thus, the statistical findings 

of this study are reliable and valid. 

4.6 Analysis of Study Variables 

In order to address research objectives, the quantitative data that was collected using the 

questionnaire was analyzed statistically. Descriptive and inferential statistical analyses 

were used to analyze and present the data for each variable under the study objectives. 

Then, the statistical findings were merged with their respective interview results as well 

as with the theoretical concepts to elaborate the overall findings of the study. 
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4.6.1 Communication Patterns  

The first objective of the study to be investigated was the influence of communication 

patterns on employee performance in selected large manufacturing businesses in Eritrea. 

Therefore, it was important first to determine if employees of the manufacturing 

businesses communicated using the communication patterns (formal and informal 

patterns of communication) to achieve their performance in terms of producing the 

required quantities and qualities of products. This would help describe the importance of 

formal and informal communication as well as their level of effectiveness for effective 

information exchange. It would also describe the relationship between communication 

patterns (formal and informal communication) and employee performance. Lastly, the 

inferential statistics of correlation, regression and ANOVA analysis are discussed to 

determine the influence of communication patterns on employee performance.  

4.6.1.1 Communication Patterns and Their Importance  

According to the Social Network Theory, employees in an organization are connected 

with certain communication networks in which a regular pattern of information flows. 

Thus, information is exchanged between employees in an organization through 

communication patterns (formally and informally). Table 4.13 shows that a total of 61% 

(strongly agree 21.3% and agree 39.7) of employees confirmed that they communicate 

both formally and informally, 20.3% neutral (neither agree nor disagree), and a total of 

18.7 % of employees disagree and strongly disagree. Therefore, employees of the 

selected large manufacturing businesses confirmed that they communicate formally and 

informally. Also, the interviewe findings confirmed that employees of the selected 

manufacturing businesses accept and use both communication patterns for the exchange 

of information. The interviewees said that formal communication is used for serious 

issues that require documentation and to make communication clear and formal. It was 

applied in written as well as in formal meetings. They also confirmed that informal 

communication was used frequently since the nature of the work demanded it. It was 
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applied more at the execution levels in which employees would be forced to 

communicate informally in order to avoid further misunderstanding. For instance, they 

said that job assignments flow in a formal way following the management structure. For 

the execution of the job assignments, employees also communicate in an informal way 

in order to accelerate the accomplishments of the jobs. Therefore, both communication 

patterns were used by employees of the manufacturing businesses.  

Table 4. 13 Communication patterns and their importance 

 
Communicating formally 

and informally 

Importance of formal and 

informal communication 

 Frequency Percentage (%) Frequency Percentage (%) 

Strongly Agree 57 21.3 102 38.2 

Agree  106 39.7 115 43.1 

Neutral 54 20.3 19 7.1 

Disagree 40 15.0 21 7.9 

Strongly Disagree 10 3.7 10 3.7 

Total 267 100 267 100 

In terms of the importance of communicating formally and informally when executing 

tasks, employees of the selected large manufacturing businesses confirmed that formal 

and informal communication are important for information exchange that would enable 

them to execute the given tasks. Table 4.13 shows that 81.3% (strongly agree 38.2% and 

agree 43.1%) of employees confirmed the importance of communicating formally and 

informally when executing tasks, 7.1%  neutral (neither agree nor disagree), and a total 

of 11.6 % of employees disagree and strongly disagree. These findings were also 

supported by the interview findings. The interviewee confirmed that the communication 

patterns (formal and informal) were important in the manufacturing businesses. They 

explained that the work processes in the manufacturing businesses are based on chains 

that demand communication in order to do the tasks. No one can work alone since the 

work processes involve interrelated activities and a number of employees were involved 
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in carrying out those activities. They said that “for us, formal and informal 

communications are the means for understanding the work activities and solving 

problems so that job would be done properly.” They further explained that, for any work 

to be done, coordination is required, which in turn requires communication. For 

instance, formal communication was used for job orders to be clear and official. Such 

formal document would be used as a point of reference for production and resolving any 

differences in understanding of the tasks given. In addition, the interviewed employess 

said that “informal communication is our daily tool for the execution of tasks since it 

involves immediate feedback. It speeds up the exchange of information and accelerates 

the work processes. Even work plans need to be communicated formally and informally 

in terms of doing this today and this next so that everyone would be ready to do the job 

according to the plan.” Therefore, both communication patterns are important in the 

manufacturing businesses to exchange information so that the job would be done.  

The above findings agreed with what Rogers (2013) and Chan Chun Mig (2010) said. 

Rogers stated that employees in an organization communicate formally and informally 

to get work done.  Similarly, Chan Chun Mig noted that employee’s exchange or share 

information with each other using communication patterns, which are the formal and 

informal patterns. Thus, communication patterns are used and are important in an 

organization since they have their own effect on employee performance. Therefore, it 

can be concluded that formal and informal communications are important to the selected 

large manufacturing businesses in Eritrea. 

4.6.1.2 Formal Communication and Information Exchange 

Employee’s exchange or share information through a formal pattern of communication 

in manufacturing businesses (Shonubi & Akintaro, 2016). However, it was important to 

determine whether formal communication enabled employees to exchange important, 

accurate, clear and timely information or not. The descriptive findings indicate that a 

huge majority of employees of the selected large manufacturing businesses confirmed 
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that formal communication enabled them to communicate important, accurate, clear and 

timely information within their manufacturing businesses. The findings in Table 4.14 

illustrates that, in terms of important, accurate and clear information exchange, a total of 

92.5% of the employees strongly agree (56.9%) and agree (35.6%), 3.4% neutral 

(neither agree nor disagree), and a total of 4.1 % of the employees disagree and strongly 

disagree. In terms of timely information exchange, a total of 80.9% of the employees 

strongly agree (37.8%) and agree (43.1%), 11.6% neutral (neither agree nor disagree), 

and a total of 7.5 % of the employees disagree and strongly disagree. Hence, formal 

communication enabled employees of the manufacturing businesses to exchange 

important, accurate, clear and timely information among themselves.  

The interview findings also confirmed the findings on Table 4.14. The interviewees 

affirmed that formal communication enabled them to communicate important, accurate, 

clear and timely information so long as communication is related to the immediate work 

processes. The interviewees noted that they prefer formal communication since it is 

clear, accurate and trustworthy. Als, it is official and produces recorded documents that 

would be used as a reference for further activities and to resolve any disputes that might 

happen. It also helps to avoid any misunderstanding. Therefore, it enabled employees to 

exchange important, accurate, clear and timely information in the selected large 

manufacturing businesses in Eritrea.  

Table 4. 14 Formal communication and information exchange 

 
Exchanging important, 

accurate & clear information  

Exchanging timely 

information 

 Frequency Percentage (%) Frequency Percentage (%) 

Strongly Agree 152 56.9 101 37.8 

Agree  95 35.6 115 43.1 

Neutral 9 3.4 31 11.6 

Disagree 9 3.4 19 7.1 

Strongly Disagree 2 0.7 1 0.4 

Total 267 100 267 100 
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4.6.1.3 Effectiveness of Formal Communication 

The researcher was interested in determining whether formal communication was 

effective in the selected manufacturing businesses or not because ineffective 

communication is detrimental for employees and leads to poor performance (Atambo & 

Momanyi, 2016). Therefore, in terms of the effectiveness of formal communication in 

exchanging the required and needed information to perform tasks, a majority of 

employees of the selected large manufacturing businesses in Eritrea confirmed that 

formal communication was effective. Thus, Table 4.15 shows that a total of 56.2% of 

the employees strongly agree (22.5%) and agree (33.7%), 20.6% neutral (neither agree 

nor disagree), and a total of 23.2% of the employees disagree and strongly disagree. 

Similarly, the qualitative findings confirmed that formal communication was effective. 

The employees explained that formal communication is an official communication used 

to communicate the required information formally. It is clear and understandable in most 

cases. They further explained that if there is any delay in the information exchange, 

particularly if it is related to production processes, it might affect production. The 

employee might be then held responsible. Therefore, employees prefer to communicate 

effectively in a formal communication since they do not want to be held responsible. 

Thus, formal communication enabled them to exchange information accurately, clearly 

and timely. Therefore, formal communication was effective in the selected large 

manufacturing businesses in Eritrea.  

Table 4. 15 Effectiveness of formal communication 

 Frequency Percentage (%) 

Strongly Agree 60 22.5 

Agree  90 33.7 

Neutral 55 20.6 

Disagree 35 13.1 

Strongly Disagree 27 10.1 

Total 267 100 



106 

 

4.6.1.4 Formal Communication and Employee Performance 

It was further important to determine whether formal communication had enabled 

employees to perform as required in terms of productivity (quantity and quality of 

products). Therefore, as indicated on Table 4.16, a majority of the employees of the 

selected large manufacturing businesses confirmed that formal communication had 

enabled employees to perform as required. In terms of producing the required quantity 

of products, the findings in Table 4.16 indicates that a total of 89.5% of the employees 

strongly agree and agree, 7.5% neutral (neither agree nor disagree), and 3% of the 

employees disagree and strongly disagree. Similarly, in relation to the production of 

quality products, the findings in Table 4.16 shows that a majority of employees 

confirmed that formal communication enabled them to produce the required quality of 

products. Thus, according to Table 4.16, a total of 89.2% of the employees strongly 

agree and agree, 5.7% neutral (neither agree nor disagree), and a total of 5.2% of the 

employees disagree and strongly disagree. Therefore, formal communication was 

effective and helped employees of the selected large manufacturing businesses in Eritrea 

to produce the required quantity and quality of products. Thus, formal communication 

enabled employees to perform as required. 

Table 4. 16 Formal communication and employee performance 

 Quantity of products Quality of products 

 Frequency Percentage (%) Frequency Percentage (%) 

Strongly Agree 142 53.2 134 50.2 

Agree  97 36.3 104 39.0 

Neutral 20 7.5 15 5.7 

Disagree 6 2.3 12 4.5 

Strongly Disagree 2 0.7 2 0.7 

Total 267 100 267 100 
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Furthermore, employees of the manufacturing businesses were asked whether ineffective 

formal communication (if experienced) influenced on their performance negatively in 

terms of producing the required quantity and quality of products. The research findings 

in Table 4.17 indicate that the majority of employees confirmed that ineffective formal 

communication had negative influence on their performance in terms of producing the 

required quantity and quality of products. In terms of producing the required quantity of 

products, Table 4.17 reveals that 63.3% of the employees strongly agree and agree, 

14.2% neutral (neither agree nor disagree), and a total of 22.5 % of the employees 

disagree and strongly disagree. In relation to production of quality products, Table 4.17 

reveals that a total of 59.6% of the employees strongly agree and agree, 16.1% neutral 

(neither agree nor disagree), and a total of 24.3% of the employees disagree and strongly 

disagree. This implies that if formal communication is not effective, it influences the 

performance of employees negatively in the manufacturing businesses. 

Table 4. 17 Ineffective formal communication and employee performance 

 Quantity of products Quality of products 

 Frequency Percentage (%) Frequency Percentage (%) 

Strongly Agree 58 21.7 55 20.6 

Agree  111 41.6 104 39.0 

Neutral 38 14.2 43 16.1 

Disagree 45 16.9 43 16.1 

Strongly Disagree 15 5.6 22 8.2 

Total 267 100 268 100 

The interview findings in relation to formal communication and employee performance 

supported the findings in Table 4.16 and Table 4.17. The interviewed employees 

explained that formal communication was the most important communication in their 

manufacturing businesses since it enabled them to exchange the job order clearly and in 

an official manner. This formal document determines the kind of products that would be 

produced in the manufacturing businesses based on the customer demands in terms of 
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the quantity and quality required for the products. For instance, one employee explained 

that “I actually work in the quality assurance unit. In this case, I need to communicate 

with employees in the production unit formally and take samples to check for quality. 

Then, I give them feedback formally whether to proceed with production or make 

certain adjustments. In such activities, I need and they need records to what we 

communicated so that the required quality would be produced.” The interviewed 

employees further explained that the formal document helps them to understand how 

many products need to be produced in a specific time. Therefore, since formal 

communication is clear, official and understandable in most times, it has offers support 

for production. However, they said that if the formal communication is not clear, 

obviously it then affects negatively the production activities since it demands further 

explanation either formally or informally in which case it delays the work processes. 

Thus, they confirmed that formal communication had influence on their performances. 

The above findings confirmed the assertion that effective communication leads to 

effective performance and, at the same time, ineffective communication is detrimental 

for employees and leads them to poor performance (Atambo & Momanyi, 2016). 

Further, the findings are consistent with the findings of Owusu-Boateng and Jeduah 

(2014) and Bhatia and Balani (2015) that effective internal communication (formal and 

informal) affects employee performance. 

4.6.1.5 Informal Communication and Information Exchange 

Similar to formal communication, employees also exchange or share information 

through informal pattern of communication in manufacturing businesses (Shonubi & 

Akintaro, 2016). It was, therefore, important to determine whether informal 

communication was supporting employees in information exchange in terms of 

exchanging important, accurate, clear and timely information or not in the selected large 

manufacturing businesses in Eritrea. The findings in Table 4.18 indicate that employees 

of the manufacturing businesses confirmed that informal communication did not enable 
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them to exchange important, accurate, clear and timely information to do their job. In 

terms of exchanging important information, Table 4.18 reveals that a total of 33.7% of 

the employees strongly agree and agree, 20.6% neutral (neither agree nor disagree), and 

a total of 45.7% of the employees disagree and strongly disagree. Similarly, the majority 

of employees of the selected large manufacturing businesses confirmed that informal 

communication did not enable them to exchange accurate, clear and timely information 

to do their job. Table 4.18 illustrates that a total of 35.6% of the employees strongly 

agree and agree, 12% neutral (neither agree nor disagree), and a total of 52.4% of the 

employees disagree and strongly disagree. 

Table 4. 18  Informal communication and information exchange 

 
Exchanging important 

information  

Exchanging accurate, clear 

and timely information 

 Frequency Percentage (%) Frequency Percentage (%) 

Strongly Agree 30 11.2 41 15.4 

Agree  60 22.5 54 20.2 

Neutral 55 20.6 32 12.0 

Disagree 84 31.5 102 38.2 

Strongly Disagree 38 14.2 38 14.2 

Total 267 100 267 100 

 

The above findings were also confirmed by the interview results. The qualitative 

findings indicate that “although informal communication supports information 

exchange, it was not preferable in our manufacturing businesses.” They explained the 

reason by saying that, “for instance, it leads someone to bypass the management 

structure and leads to some conflicts that might affect productivity. Even in some 

instances, they mislead you and deny what they said before, particularly if something 

went wrong; they alter the previous instructions that completely affect productivity, it is 

even difficult to get the right information since they lacked openness in communication. 
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Consequently, we have reservation on informal communication particularly to serious 

issues.” Therefore, to avoid such misunderstandings and problems, they prefer and 

encourage formal communication than informal. They said that “we prefer formal 

communication more for production since it is clear and official. We then communicate 

only informally to supplement the formal communication and to non serious issues 

during the executions of tasks.” Another employee said that “we work in a command-

based management systems. We just do what we are told to do. Thus, it is difficult to say 

that informal communication was suitable for effective information exchange in our 

manufacturing businesses considering the circumstance we have. We were solely relying 

on formal communication than informal communication for the required information 

exchange, particularly for serious matters that were related to the execution of tasks.” 

Although the findings by Albrech and Ropp (as cited in Verma, 2013, p.68) indicate that 

“workers were more likely to report talking about new ideas with those colleagues with 

whom they also discussed work and personal matters, rather than following prescribed 

channels based upon hierarchical relationship,” it was not the case in the selected 

manufacturing businesses in Eritrea. Instead, the interview findings of this study indicate 

that employees of the selected large manufacturing businesses in Eritrea prefer to 

communicate in a formal pattern than informal pattern considering the existing 

communication environment and management.  

4.6.1.6 Effectiveness of Informal Communication 

Although the findings in section 4.6.1.5 indicate that informal communication was not 

suitable for information exchange in the selected large manufacturing businesses in 

Eritrea, the researcher wanted to confirm these results by determining the effectiveness 

of informal communication. In terms of the effectiveness of informal communication in 

exchanging the required and needed information to perform tasks, a majority of 

employees confirmed that informal communication was not effective in the selected 

large manufacturing businesses. Thus, the findings in Table 4.19 indicates that a total of 
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25.8% of the employees strongly agree and agree, 14.6% neutral (neither agree nor 

disagree), and a total of 59.6% of the employees disagree and strongly disagree. 

These results were again confirmed by the qualitative findings. The qualitative findings 

confirmed that informal communication was not preferable and was not considered 

suitable for effective information exchange particularly relating to serious issues for the 

execution of tasks. They further explained that informal communication led them to 

misunderstandings and conflicts. Also, they said that “it is difficult to share the right 

information informally since we lacked openness in communication.” Thus, they said 

that informal communication was not effective in their manufacturing businesses.  

Table 4. 19  Effectiveness of informal communication 

 Frequency Percentage (%) 

Strongly Agree 17 6.4 

Agree  52 19.4 

Neutral 39 14.6 

Disagree 103 38.6 

Strongly Disagree 56 21.0 

Total 267 100 

4.6.1.7 Informal Communication and Employee Performance 

Effective informal communication can have an effect on employee performance since 

smooth flow of communication among employees may likely create and facilitate high 

performance by employees (Femi, 2014). Similarly, ineffective communication is 

detrimental for employees and leads them to poor performance (Atambo & Momanyi, 

2016). These assertions were confirmed by employees of the selected large 

manufacturing businesses in Eritrea.  
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Table 4. 20  Informal communication and employee performance 

 Quantity of products   Quality of products  

 Frequency Percentage (%) Frequency Percentage (%) 

Strongly Agree 24 9.0 26 9.7 

Agree  44 16.5 43 16.1 

Neutral 33 12.3 37 13.9 

Disagree 101 37.9 97 36.3 

Strongly Disagree 65 24.3 64 24.0 

Total 267 100 267 100 

According to the findings in sections 4.6.1.5 and 4.6.1.6, informal communication was 

not suitable and thus it was not effective. Consequently, the findings in Table 4.20 show 

that informal communication does not support employees to perform as required in 

terms of producing the required quantity and quality of products. In terms of producing 

the required quantity of products, the findings in Table 4.20 reveals that a total of 25.5% 

of the employees strongly agree and agree, 12.3% neutral (neither agree nor disagree), 

and a total of 62.2 % of the employees disagree and strongly disagree. Similarly, in 

relation to the production of the required quality of products, the findings in to Table 

4.20 indicate that a total of 25.8% of the employees strongly agree and agree, 13.9% 

neutral (neither agree nor disagree), and a total of 60.3% of the employees disagree and 

strongly disagree. 

From the qualitative findings discussed in sections 4.6.1.5 and 4.6.1.6 above, informal 

communication was not suitable and effective in information exchange, particularly for 

serious matters related to the executions of tasks, in the selected large manufacturing 

businesses in Eritrea. Further, the interviewed employees confirmed that informal 

communication was not more preferable and supportive to their performance. They said 

that although informal communication has a role in employee performance, it was not 

effective and thus it was not seen to support employee performance in the selected large 

manufacturing businesses. 
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4.6.1.8 Employees Preference on Communication Patterns 

The researcher was further interested in determining which of the communication 

patterns would be preferred more by employees of the selected manufacturing 

businesses for effective communication. According to Table 4.21, a majority of 

employees of the selected large manufacturing businesses in Eritrea confirmed that they 

prefer formal communication for effective exchange of information and ideas so that 

they can produce the required quantity and quality of products. Thus, Table 4.21 shows 

that a total of 65.5% of the employees prefer formal communication, 9% prefer informal 

communication, and 25.5% prefer both formal and informal communication.  

The findings in Table 4.21 were also confirmed by the qualitative findings. Majority of 

the interviewed employees said that formal communication is more clear and official. 

Formal communication minimizes the existence of misunderstanding and conflicts. 

Informal communication, however, lacks openness and thus difficult to get the right 

information in their manufacturing businesses. Most employees were communicating 

with caution and held important information. Thus, the employees prefer formal 

communication than informal communication in the selected manufacturing businesses.  

Table 4. 21 Employee preference on communication patterns 

 Frequency Percentage (%) 

Formal communication 175 65.5 

Informal Communication 24 9.0 

Both (Formal and Informal) 68 25.5 

Total 267 100 

The findings on employee preference on communication patterns were consistent with 

the findings on the effectiveness of formal and informal communication above. The 

findings indicated that formal communication was effective and supportive to employee 

performance in the selected large manufacturing businesses in Eritrea but was not the 
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case for informal communication. Therefore, it was logical for employees of the selected 

manufacturing businesses in Eritrea to prefer formal communication than informal 

communication considering the existing communication environment and management. 

This finding is consistent with findings of Owusu-Boateng and Jeduah (2014) in which 

they found that formal communication was predominantly used.  

4.6.1.9 Correlation Analysis for Formal Communication and Employee 

Performance 

A correlation analysis was conducted in order to determine the relationship between 

formal communication and employee performance. The findings of the analysis as 

indicated in Table 4.22 reveal that there is a significant positive relationship between 

formal communication and employee performance since the correlation coefficient is 

0.198 (r=0.198, p=0.001<0.05). However, the relationship is weak since the value of 

r=0.198 approaches to zero at which there is no correlation.  

Table 4. 22 Correlation analysis for formal communication and employee 

performance 

 Formal 

communication  

Employee 

performance 

Formal Communication  

Pearson Correlation 1 .198
**

 

Sig. (2-tailed)  .001 

N 267 267 

Employee Performance 

Pearson Correlation .198
**

 1 

Sig. (2-tailed) .001  

N 267 267 

**. Correlation is significant at the 0.01 level (2-tailed). 

4.6.1.10 Regression Analysis for Formal Communication and Employee 

Performance 

A regression analysis was also conducted in order to determine the regression model for 

formal communication and employee performance. The model was also tested to 

determine whether formal communication significantly predicts employees performance. 
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According to Table 4.23, the adjusted R
2 

is 0.036. This implies that 3.6% of employee 

performance would be explained by formal communication and the remaining 96.4% of 

employee performance was due to other factors that were not included in this model.  

Table 4. 23 Regression model summary for formal communication 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

1 .198
a
 .039 .036 .53357 

a. Predictors: (Constant), Formal Communication  

Further, according to the findings in Table 4.24, the regression model is statistically 

significant since p=0.001<0.05. Thus, the model fits to predict the dependent variable 

(employee performance). Therefore, the model can be expresed as Y=0.965+0.211X, 

where Y= Employee performance and X= Formal communication. This indicates that 

increase in the effectivenes of formal communication leads to increase in employee 

performance by 0.211. This implies that formal communication did have influence on 

employee performance. 

Table 4. 24 Regression analysis coefficients for formal communication 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 
(Constant) .965 .068  14.192 .000 

Formal Communication  .211 .064 .198 3.295 .001 

a. Dependent Variable: Employee Performance 

4.6.1.11 ANOVA for Formal Communication   

An analysis of variance (ANOVA) for formal communication was conducted in order to 

determine how useful the independent variable influences or is better at predicting the 

dependent variable (Sawyer, 2009; Field, 2013). Therefore, the findings in Table 4.25 

indicate that the regression model is significantly fitted to predict the dependent variable 
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since F1,265;0.05=3.88<10.86 with p=0.001<0.05. Hence, formal communication did have 

influence on employee performance.  

Table 4. 25 ANOVA analysis for formal communication 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 3.092 1 3.092 10.860 .001
b
 

Residual 75.445 265 .285   

Total 78.537 266    
a. Dependent Variable: Employee Performance 

b. Predictors: (Constant), Formal Communication  

4.6.1.12 Correlation analysis for informal communication and employee 

performance 

The results of the correlation analysis in Table 4.26 indicate that there is a relationship 

between informal communication and employee performance since the Pearson 

correlation coefficient is 0.115>0. However, the correlation is weak since r=0.115 

approaches zero at which there is no correlation. In addition, p=0.061>0.05, which 

indicates that correlation is not significant. This implies that although there is 

relationship between informal communication and employee performance, the 

relationship is not significant in the selected large manufacturing businesses in Eritrea.  

Table 4. 26 Correlation analysis for informal communication and employee 

performance 

 Informal 

communication  

Employee 

performance 

Informal Communication  

Pearson Correlation 1 .115 

Sig. (2-tailed)  .061 

N 267 267 

Employee Performance 

Pearson Correlation .115 1 

Sig. (2-tailed) .061  

N 267 267 

**. Correlation is significant at the 0.01 level (2-tailed). 



117 

 

4.6.1.13 Regression Analysis for Informal Communication and Employee 

Performance 

The regression analysis also reveals the same result as the correlation analysis (no 

significant relationship). The result in Table 4.27 indicates that the adjusted R
2
 is 0.009. 

This implies that only 0.9% of employee performance would be explained by the 

informal communication. The remaining 99.1% is due to other factors that were not 

included in this model.  

Table 4. 27 Regression model summary for informal communication 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

1 .115
a
 .013 .009 .54079 

a. Predictors: (Constant), Informal Communication  

Further, according to the findings in Table 4.28, even if the correlation is not significant 

since p=0.061>0.05, the model can be expressed as Y=0.99+0.088X, where 

Y=Employee performance and X=Informal communication. However, this regression 

model should be tested using ANOVA in order to determine whether the model 

adequately predicts the dependent variable.  

Table 4. 28 Regression analysis coefficients for informal communication 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 
(Constant) .990 .096  10.267 .000 

Informal Communication .088 .047 .115 1.884 .061 

a. Dependent Variable: Employee Performance 
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4.6.1.14 ANOVA for Informal Communication  

An ANOVA analysis was further conducted to determine whether informal 

communication had influence on employee performance in the selected large 

manufacturing businesses in Eritrea. According to the findings in Table 4.29, informal 

communication is not statisticaly significant to influence employee performance since 

F1,265;0.05=3.88>3.55 with p=0.061>0.05. This implies that the regression model is not 

adequate to predict the dependent variable. Hence, informal communication did not have 

a significant influence on employee performance.  

Table 4. 29 ANOVA analysis for informal communication 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 1.038 1 1.038 3.550 .061
b
 

Residual 77.499 265 .292   

Total 78.537 266    
a. Dependent Variable: Employee Performance 

b. Predictors: (Constant), Informal Communication  

4.6.1.15 Correlation analysis for communication patterns and employees 

performance 

A correlation analysis was conducted to determine whether there is a relationship 

between communication patterns and employees performance. As Table 4.30 shows that 

the Pearson correlation coefficient (r) was 0.178 with p-value of 0.004 (r=0.178, 

p=0.004). Therefore, there is a statistically significant relationship between 

communication pattern and employee performance because p<0.05.  However, although 

there is a positive relationship, the relationship is not strong since r=0.178 is far from 

r=1 at which there is a strong relationship. This finding is consistent with findings of 

Owusu-Boateng & Jeduah (2014) and Bhatia & Balani (2015) that internal 

communication (formal and informal) had correlated with employee performance.  
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Table 4. 30 Correlation analysis for communication patterns and employees 

performance 

 Communication 

patterns 

Employee 

performance 

Communication Patterns 

Pearson Correlation 1 .178
**

 

Sig. (2-tailed)  .004 

N 267 267 

Employee Performance 

Pearson Correlation .178
**

 1 

Sig. (2-tailed) .004  

N 267 267 

**. Correlation is significant at the 0.01 level (2-tailed). 

4.6.1.16 Regression analysis for communication patterns and employee 

performance 

A linear regression analysis was used to test if the communication patterns significantly 

predicts employees performance.  The findings of the regression analysis in Table 4.31 

indicates that there is a relationship between communication pattern and employee 

performance in which the adjusted R
2 

is 0.028. This implies that only 2.8% of the 

employee performance can be explained by the communication patterns.The remaining 

97.2% of the employees performance are due to other factors which are not included in 

this model. 

Table 4. 31 Regression model summary for communication patterns 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .178
a
 .032 .028 .53573 

a. Predictors: (Constant), Communication Patterns 

In addition, Table 4.32 illustrates that the test of beta coefficient reveals that 

communication patterns significantly predictes employees performance since 

P=0.004<0.05. Therefore, the model can be defined as Y=0.866+0.199X, where 

Y=Employee performance and X=Communication patterns. This indicates that increase 

in the effectiveness of the communication patterns leads to increase in the performance 
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of employees by 0.199. This means that communication patterns did have influence on 

employees performance.  

Table 4. 32 Regression analysis coefficients for communication patterns 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 
(Constant) .866 .106  8.207 .000 

Communication patterns .199 .068 .178 2.940 .004 

a. Dependent Variable: Employee Performance 

4.6.1.17 ANOVA for Communication Patterns  

An analysis of variance (ANOVA) was conducted in order to determine the influence of 

the independent variable on the dependent variable or to determine how better the 

independent variable is at predicting the dependent variable (Sawyer, 2009; Field, 2013). 

Therefore, the findings in Table 4.33 indicate that the relationship between 

communication pattern and employee performance is statistically significant since 

F1,265;0.05=3.88<8.643 with p=0.004<0.05. Thus, the regression model is significantly fit 

to predict the dependent variable. Hence, it can be concluded that communication 

patterns have influence on employee performance in the selected large manufacturing 

businesses in Eritrea. 

Table 4. 33 ANOVA analysis for communication patterns 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 2.481 1 2.481 8.643 .004
b
 

Residual 76.056 265 .287   

Total 78.537 266    
a. Dependent Variable: Employee Performance 

b. Predictors: (Constant), Communication Pattern 
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4.6.2 Communication Structure  

The second objective of the study to be investigated was the influence of communication 

structures on employee performance in the selected large manufacturing businesses in 

Eritrea. Therefore, it was important to determine if employees of the manufacturing 

businesses communicate through the existing communication structures (in terms of 

downward, upward, horizontal, and diagonal communication). It was also important to 

determine the effectiveness of these specific communication structures from the 

descriptive statistical analysis perspectives. The inferential statistics was also done in 

order to determine the relationship of communication structure and employee 

performance. These statistical findings were merged with their respective interview 

results in order to elaborate the overall findings of the study. 

4.6.2.1 Communicating through existing Communication Structure 

According to the Social Network Theory, employees in an organization are connected 

with certain communication networks in which a regular pattern of information flows. 

Therefore, it was important to determine whether there existed communication structures 

in the selected manufacturing businesses and if they were clear and well structured. The 

findings in Table 4.34 indicate that a total of 46.4% of employees of the selected large 

manufacturing businesses confirmed that there was a clear and well structured 

communication structure. Thus, Table 4.34 shows that a total of 46.4% of the employees 

strongly agree and agree, 19.9% neutral (neither agree nor disagree), and a total of 

33.7% of the employees disagree and strongly disagree. In addition, the findings in 

Table 4.34 indicate that a majority of employees of the selected manufacturing 

businesses confirmed that they communicate through the existed communication 

structures. Thus, Table 4.34 shows that a total of 55.1% of the employees strongly agree 

and agree, 23.2% neutral (neither agree nor disagree), and a total of 21.7% of the 

employees disagree and strongly disagree. Therefore, employees of the selected large 
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manufacturing businesses confirmed the existence of clear and well structured 

communication structure and communicate accordingly. 

The findings in Table 4.34 were also confirmed by the qualitative findings. The 

interview findings indicate that the communication structure of the selected large 

manufacturing businesses is simply the management structure of the manufacturing 

businesses and communicate through such structure. However, the interview findings 

further indicate that it is normal to find some employees communicate not according to 

the communication structure due to lack of understanding about the management 

structure or may be disrespecting the structure deliberately or may be due to the nature 

of the work or may be due to other reasons. The majority of the interviewed employees 

confirmed that employees of the selected large manufacturing businesses communicate 

according to the communication structure as far as it is necessary to communicate either 

formally or informaaly. 

Table 4. 34 Existence of communication structure & communicating through the 

structure 

 

Clear and well structured 

communication structure 

Communicating through 

communication structure 

Frequency 
Percentage 

(%) 
Frequency Percentage (%) 

Strongly Agree 48 18.0 55 20.6 

Agree  76 28.4 92 34.5 

Neutral 53 19.9 62 23.2 

Disagree 56 21.0 43 16.1 

Strongly 

Disagree 
34 12.7 15 5.6 

Total 267 100 267 100 

The above findings are consistent with the theoretical concepts of the existence of 

communication structure in organizations in which employees communicate 
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accordingly. Indeed, organizations adopt their own organizational structure that defines 

the communication structure within the organization that should be adopted by 

employees for communication (Atambo & Momanyi, 2016; Ali, 2016). It was therefore 

relevant that employees of the selected large manufacturing businesses in Eritrea adopt 

and communicate according to their respective communication structures.  

4.6.2.2 Vertical Communication (Downward and Upward Communication) 

Once it was determined that employees of the selected manufacturing businesses 

communicate according to the existing communication structures, it was important to 

discuss the specific communication structures. Thus, it was important to determine 

whether employees of the manufacturing businesses communicate vertically and 

whether vertical communication (two-way communication) was encouraged. According 

to Table 4.35, a majority of employees of the selected large manufacturing businesses 

confirmed that they do communicate vertically. Table 4.35 indicates that a total of 

50.2% of the employees strongly agree and agree, 15% neutral (neither agree nor 

disagree), and a total of 34.8% of the employees disagree & strongly disagree. 

In addition, Table 4.35 shows that 40.4% of employees of the selected large 

manufacturing businesses confirmed that two-way communication was encouraged. 

Thus, Table 4.35 indicates that a total of 40.4% of the employees strongly agree and 

agree, 26.6% neutral (neither agree nor disagree), and a total of 33% of the employees 

disagree and strongly disagree. This is consistent with one of the features of the human 

relations theory, which is the participative management. It is also consistenct with 

Wrench et al. (as cited in Atambo & Momanyi, 2016) and Ali (2016) that it is important 

to encourage two-way communication (downward and upward) for improved employee 

performance.  

Although the findings in Table 4.35 indicate that 40.4% of employees of the selected 

large manufacturing businesses confirmed that two-way communication was 

encouraged, the interview findings reveal that upward communication was not really 
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encouraged. The interviewed employees explained that vertical communication should 

be part of the procedure for communication to ensure productivity. For instance, job 

order and other relevant information come downward and formally from upper levels. At 

the same time, the lower level employees should communicate with upper levels on 

issues related to tasks (e.g., the feasibility of the order, resources they need, new ideas, 

and so on). However, the respondents said that this was not the usual case in relation to 

upward communication. Upward communication was also not encouraged. Employees 

did not want to communicate innovative ideas and suggestions to upper levels except 

though routine reports. This is because of lack of responses from upper levels that 

discourage employees to communicate upwards in terms of new idea and suggestions. 

This is conistent with the theoretical explainations of Ali (2016) and Wrench et al. (as 

cited in Atambo & Momanyi, 2016) that there are many ways in which two-way 

communication may not be encouraged in organizations or employees may not be 

motivated specifically to communicate upwards due to lack of appropriate responses by 

upper level management. 

Table 4. 35 Vertical communication 

 
Communicating vertically  

Encouraging vertical  

communication 

Frequency Percentage (%) Frequency Percentage (%) 

Strongly Agree 61 22.8 45 16.9 

Agree  73 27.4 63 23.5 

Neutral 40 15.0 71 26.6 

Disagree 56 20.9 55 20.6 

Strongly 

Disagree 
37 13.9 33 12.4 

Total 267 100 267 100 
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4.6.2.3 Effectiveness of Vertical Communication 

The findings in section 4.6.2.2 confirmed that employees of the selected large 

manufacturing businesses communicate vertically. However, it was important to 

determine the effectiveness of the downward and upward communication in the selected 

large manufacturing businesses. In relation to downward communication, the findings in 

Table 4.36 indicate that a majority of employees of the selected large manufacturing 

businesses confirmed that downward communication was effective to them. Thus, Table 

4.36 indicates that a total of 48.3% of the employees strongly agree and agree, 23.2% 

neutral (neither agree nor disagree), and a total of 28.5% of the employees disagree and 

strongly disagree. Similarly, in relation to upward communication, Table 4.36 indicates 

that 39.7% of employees of the selected large manufacturing businesses confirmed that 

upward communication was effective to them. Thus, Table 4.36 shows that a total of 

39.7% of the employees strongly agree and agree, 26.6% neutral (neither agree nor 

disagree), and a total of 33.7% of the employees disagree and strongly disagree. 

Although the findings in Table 4.36 indicate that vertical communication was effective 

with minimal margins, the qualitative findings confirmed that only not direction of 

communication is effective in the manufacturing businesses. They explained that in most 

manufacturing businesses, downward communication was effective but upward 

communication was not very effective. Upward communication was noted to be poor. 

Thus, according to the interview findings, there was communication from upper level to 

lower level following the communication structure in terms of job order and other 

relevant information but it was weak upward since responses from upper level was 

weak. As a result, lower level employees did not want or were not encouraged to 

communicate upwards in terms of forwarding their new ideas and suggestions except 

providing reports. Therefore, upward communication was not effective for employees of 

the selected large manufacturing businesses in Eritrea. 
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Table 4. 36 Effectiveness of downward and upward communication 

 
Downward communication Upward communication 

Frequency Percentage (%) Frequency Percentage (%) 

Strongly Agree 47 17.6 41 15.4 

Agree  82 30.7 65 24.3 

Neutral 62 23.2 71 26.6 

Disagree 55 20.6 67 25.1 

Strongly 

Disagree 
21 7.9 23 8.6 

Total 267 100 267 100 

4.6.2.4 Vertical Communication and Employee Performance 

Once the effectiveness of vertical communication was determined in section 4.6.2.3, it 

was important to further determine whether vertical communication enabled employees 

to produce the required quantity and quality of products. In relation to downward 

communication, the findings in Table 4.37 indicate that a majority of the employees 

confirmed that downward communication enabled them to produce the required quantity 

and quality of products with total representation of 70.4% and 68.5% respectively. Thus, 

for quantity of products, Table 4.37 indicates that a total of 70.4% of the employees 

strongly agree and agree, 15% neutral (neither agree nor disagree), and a total of 14.6% 

of the employees disagree and strongly disagree. Similarly, for quality of products, 

Table 4.37 indicates that a total of 68.5% of the employees strongly agree and agree, 

15.4% neutral (neither agree nor disagree), and a total of 16.1% of the employees 

disagree and strongly disagree. 
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Table 4. 37 Downward communication and employee performance 

 
Quantity of products  Quality of products   

Frequency Percentage (%) Frequency Percentage (%) 

Strongly Agree 74 27.7 66 24.7 

Agree  114 42.7 117 43.8 

Neutral 40 15.0 41 15.4 

Disagree 31 11.6 31 11.6 

Strongly 

Disagree 
8 3.0 12 4.5 

Total 267 100.0 267 100.0 

In relation to upward communication, the findings in Table 4.38 indicate that a majority 

of the employees confirmed that upward communication enabled them to produce the 

required quantity and quality of products with total representations of 64.4% and 60.6% 

respectively. Thus, for quantity of products, Table 4.38 indicates that a total of 64.4% of 

the employees strongly agree and agree, 19.5% neutral (neither agree nor disagree), and 

a total of 16.1% of the employees disagree and strongly disagree. Similarly, for quality 

of products, Table 4.38 indicates that a total of 60.6% of the employees strongly agree 

and agree, 22.1% neutral (neither agree nor disagree), and a total of 17.3% of the 

employees disagree and strongly disagree. 

These findings are consistent with the findings of Atambo and Momanyi (2016) that 

both downward and upward communication had influence on employee performance. 

The findings are also consistent with the findings of Ali (2016) that effective 

communication channels influence employee perfornance positively and ineffective or 

weak channels will not have any positive effect on employee performance. Therefore, it 

can be concluded that downward and upward communication have influence on 

employee performance in the selected large manufacturing businesses in Eritrea.  
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Table 4. 38 Upward communication and employee performance 

 
Quantity of products  Quality of products   

Frequency Percentage (%) Frequency Percentage (%) 

Strongly Agree 62 23.2 68 25.4 

Agree  110 41.2 94 35.2 

Neutral 52 19.5 59 22.1 

Disagree 30 11.2 33 12.4 

Strongly 

Disagree 
13 4.9 13 4.9 

Total 268 100.0 268 100.0 

4.6.2.5 Horizontal Communication  

Horizontal communication is a communication between different departments or units 

within the organization. It exists to enhance information flow and coordination so that 

work can be done properly (Verma, 2013). Therefore, the researcher was interested to 

determine whether horizontal communication is supported and whether employees 

communicate horizontally in the selected large manufacturing businesses in Eritrea. 

Table 4.39 indicates that a majority of employees of the selected large manufacturing 

businesses confirmed that the manufacturing businesses were supporting horizontal 

communication, 50.2%, and employees communicated horizontally, 58.8%. In relation 

to supporting horizontal communication,  Table 4.39 shows that a total of 50.2% of the 

employees strongly agree and agree, 24% neutral (neither agree nor disagree), and a total 

of 25.8% of the employees disagree and strongly disagree. In relation to communicating 

horizontally, Table 4.39 shows that a total of 58.8% of the employees strongly agree and 

agree, 16.5% neutral (neither agree nor disagree), and a total of 24.7% of the employees 

disagree and strongly disagree. 

The qualitative findings are also consistent with the findings in Table 4.39. The 

interview findings confirmed that horizontal communication was quite crucial since the 

work processes dictates they communicate horizontally. The management encouraged or 
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supported them to communicate horizontally. For instance, one employee explained that 

in these manufacturing businesses, there are different departments such as cutting, 

weaving, assembly, and finishing. These departments communicate within and across 

departments (horizontally). The work process forced them to communicate effectively 

since the work processes are sequential and need to be coordinated even though they are 

categorized under different units or departments. Another employee similarly also 

explained that there are three sub-departments within the production departments. These 

are: brew house, fermentation, and filtration. These three sub-departments communicate 

with the quality assurance sub-department (laboratory) if they need some assistance. 

They also communicate among the three departments since their work is sequential or 

follow chain and thus the work needs to be coordinated. Generally, the majority of the 

interviwed employees confirmed that horizontal communication was supported and 

employees did communicate accordingly.  

Table 4. 39 Supporting and communicating horizontally 

 

Supporting horizontal 

communication 
Communicating horizontally  

Frequency Percentage (%) Frequency Percentage (%) 

Strongly Agree 41 15.4 43 16.1 

Agree  93 34.8 114 42.7 

Neutral 64 24.0 44 16.5 

Disagree 47 17.6 44 16.5 

Strongly 

Disagree 
22 8.2 22 8.2 

Total 267 100 267 100 

4.6.2.6 Effectiveness of Horizontal Communication 

In relation to the effectiveness of horizontal communication, although 39.3% of 

employees of the selected large manufacturing businesses confirmed that horizontal 

communication was effective, it is only higher with the margin of 1.8%. Thus, Table 
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4.40 shows that a total of 39.3% of the employees strongly agree and agree, 23.2% 

neutral (neither agree nor disagree), and a total of 37.5% of the employees disagree and 

strongly disagree.  

However, the interview findings confirmed that horizontal communication was effective. 

The interviewed employees explained that the work processes in these manufacturing 

businesses are in chains that demand horizontal communication between units or 

departments and need to coordinate work processes. If they do not communicate 

horizontally, then there would be an immediate problem in the process of work. It was 

therefore noted that horizontal communication was mandatory and must be effective. 

essentially, there is much more horizontal communication in organizations on a daily 

basis because employees at the same level feel more comfortable talking with each other 

than with people at different authority levels (Richmond et al., 2005). Therefore, 

considering the descriptive results and the interview findings, horizontal communication 

was fairly effective in the selected large manufacturing businesses in Eritrea. 

Table 4. 40 Effectiveness of horizontal communication 

 Frequency Percentage (%) 

Strongly Agree 38 14.2 

Agree  67 25.1 

Neutral 62 23.2 

Disagree 66 24.8 

Strongly Disagree 34 12.7 

Total 267 100 

4.6.2.7 Horizontal Communication and Employee Performance 

Once the effectiveness of horizontal communication was determined, it was important to 

further determine whether horizontal communication enabled employees to produce the 

required quantity and quality of products. The findings in Table 4.41 indicate that a 
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majority of the employees confirmed that horizontal communication enabled them to 

produce the required quantity and quality of products with total representations of 67.4% 

and 67% respectively.  

For quantity of products, Table 4.41 indicates that a total of 67.4% of the employees 

strongly agree and agree, 17.6% neutral (neither agree nor disagree), and a total of 15% 

of the employees disagree and strongly disagree. Similarly, for quality of products, 

Table 4.41 indicates that a total of 67% of the employees strongly agree and agree, 

18.8% neutral (neither agree nor disagree), and a total of 14.2% of the employees 

disagree & strongly disagree. These findings are consistent with the findings of Atambo 

& Momanyi (2016) that horizontal communication was vital for employee performance. 

Therefore, horizontal communication enabled employee to perform as required in the 

selected large manufacturing businesses in Eritrea. 

Table 4. 41 Horizontal communication and employee performance 

 
Quantity of products  Quality of products   

Frequency Percentage (%) Frequency Percentage (%) 

Strongly Agree 54 20.2 54 20.2 

Agree  126 47.2 125 46.8 

Neutral 47 17.6 50 18.8 

Disagree 34 12.8 31 11.6 

Strongly 

Disagree 
6 2.2 7 2.6 

Total 267 100.0 267 100.0 

4.6.2.8 Diagonal Communication 

Diagonal communication is a communication between employees or departments that do 

not have a direct relationship in the management structure of an organization. It was 

therefore important to confirm whether employees of the selected large manufacturing 

businesses in Eritrea communicate diagonally. According to the findings in Table 4.42, a 
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majority of employees with a total representation of 55.1% confirmed that they did not 

communicate diagonally. Thus, Table 4.42 shows that a total of 23.2% of the employees 

strongly agree and agree, 21.7% neutral (neither agree nor disagree), and a total of 

55.1% of the employees disagree and strongly disagree. 

The interview findings were also consistent with the findings in Table 4.42. Thus, the 

interviewed employees confirmed that diagonal communication was not widely used in 

their manufacturing businesses and thus happened very rarely. These findings further 

agreed with what Wilson (1992) theoretically stated that diagonal communication is 

another communication structure in an organization that is not widely used. 

Table 4. 42 Communicating diagonally 

 Frequency Percentage (%) 

Strongly Agree 14 5.2 

Agree  48 18.0 

Neutral 58 21.7 

Disagree 100 37.5 

Strongly Disagree 47 17.6 

Total 267 100 

4.6.2.9 Effectiveness of Diagonal Communication 

Although diagonal communication was not used widely in the selected manufacturing 

businesses in Eritrea as confirmed in Table 4.43, the researcher wanted to determine the 

effectiveness of diagonal communication. The findings indicate that a majority of 

employees of the selected large manufacturing businesses with a total representation of 

64.2% confirmed that diagonal communication was not effective. Thus, Table 4.43 

shows that a total of 15.7% of the employees strongly agree and agree, 20.1% neutral 

(neither agree nor disagree), and a total of 64.2% of the employees disagree and strongly 

disagree. 
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Table 4. 43 Effectiveness of diagonal communication 

 Frequency Percentage (%) 

Strongly Agree 10 3.7 

Agree  32 12.0 

Neutral 54 20.3 

Disagree 117 43.8 

Strongly Disagree 54 20.2 

Total 267 100 

4.6.2.10 Diagonal Communication and Employee Performance 

Although the findings in sections 4.6.2.8 and 4.6.2.9 respectively confirmed that 

diagonal communication was rarely used and was not effective, the researcher also 

examined whether diagonal communication enabled employees to perform as required in 

terms of producing the required quantity and quality of products. The findings in Table 

4.44 indicate that a majority of the employees confirmed that diagonal communication 

did not enable them to produce the required quantity and quality of products. Thus, for 

quantity of products, Table 4.44 indicates that a total of 28.5% of the employees strongly 

agree and agree, 22.5% neutral (neither agree nor disagree), and a total of 49% of the 

employees disagree and strongly disagree.  

Similarly, for quality of products, Table 4.44 indicates that a total of 27% of the 

employees strongly agree and agree, 22.4% neutral (neither agree nor disagree), and a 

total of 50.6% of the employees disagree & strongly disagree. This is due to the fact that 

diagonal communication is not widely used in the selected manufacturing businesses in 

Eritrea. 
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Table 4. 44 Diagonal communication and employee performance 

 
Quantity of products  Quality of products   

Frequency Percentage (%) Frequency Percentage (%) 

Strongly Agree 23 8.6 18 6.7 

Agree  53 19.9 54 20.3 

Neutral 60 22.5 60 22.4 

Disagree 89 33.3 101 37.9 

Strongly 

Disagree 
42 15.7 34 12.7 

Total 267 100.0 267 100.0 

4.6.2.11 Regularly Used Communication Structure 

In relation to the communication structure, the researcher was interested to determine 

which communication structure was used regularly in the selected large manufacturing 

businesses in relation to the production of the required quantity and quality of products. 

According to Table 4.45, employees with a representation of 31.5 % confirmed that they 

use all types of communication structures, 29.6% downward, 25.5% upward, 11.9% 

horizontal, 1.5% diagonal communication. Therefore, employees of the selected large 

manufacturing businesses in Eritrea used all types of the communication structure 

regularly. However, based on the findings in section 4.6.2.8, diagonal communication 

was not used widely in the selected large manufacturing businesses. These findings 

imply that employees of the selected large manufacturing businesses in Eritrea use 

vertical and horizontal communication structures reqularly.  

Table 4. 45 Regularly used communication structure 

 Frequency Percentage (%) 

Downward 79 29.6 

Upward  68 25.5 

Horizontal 32 11.9 

Diagonal 4 1.5 

All 84 31.5 

Total 267 100 
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4.6.2.12 Correlation analysis for communication structure and employees 

performance 

A correlation analysis was conducted to determine whether there is a relationship 

between communication structure and employees performance. As Table 4.46 shows, 

the Pearson correlation coefficient (r) is 0.492 with p-value of 0.000 (r=0.492, p=0.000). 

Therefore, there is a statistically significant relationship between communication 

structure and employees performance because p<0.05. Thus, there is a positive 

relationship but the relationship is not strong since r=0.492 does not approache to r=1 at 

which a relationship is strong. 

Table 4. 46 Correlation analysis for communication structure and employee 

performance 

 Communication 

Structure 

Employee 

Performance 

Communication structure 

Pearson Correlation 1 .492
**

 

Sig. (2-tailed)  .000 

N 267 267 

Employee performance 

Pearson Correlation .492
**

 1 

Sig. (2-tailed) .000  

N 267 267 

**. Correlation is significant at the 0.01 level (2-tailed). 

4.6.2.13 Regression analysis for communication structure and employee 

performance 

A linear regression analysis was used to test whether the communication structure 

significantly predicts employee performance. The findings of the regression anlysis in 

Table 4.47 indicates that there is a relationship between communication structure and 

employee performance in which the adjusted R
2 

is 0.24. This means that only 24% of the 

employees performance can be explained by the communication structure. The 

remaining 76% of the employees performance are due to other factors which are not 

included in this model. 
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Table 4. 47 Regression analysis model summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .492
a
 .243 .240 .47380 

a. Predictors: (Constant), Communication Structure 

Further, Table 4.48 illustrates that the test of beta coefficient reveals that communication 

structure significantly predicted employees performance  since  P=0.000<0.05. Thus, the 

model is statistically significant. Therefore, the model can be defined as 

Y=0.282+0.523X, where Y=Employee performance and X=Communication structure. 

This indicates that an increase in the effectiveness of the communication structure leads 

to an increase the performance of employees by 0.523. 

Table 4. 48 Regression analysis coefficients for communication structure 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 
(Constant) .282 .100  2.827 .005 

Communication Structure .523 .057 .492 9.211 .000 

a. Dependent Variable: Employee Performance 

4.6.2.14 ANOVA analysis for communication structure and employee performance 

An analysis of variance (ANOVA) was conducted in order to determine the influence of 

communication structure on employee performance. According to the findings in Table 

4.49, there is statistically significant relationship between communication structure and 

employee performance since F1,265;0.05=3.88<84.846 with p=0.000<0.05. Thus, the 

regression model is significantly fit or adequate to predict employee performance. 

Hence, it can be concluded that communication structure has influence on employee 

performance in the selected large manufacturing businesses in Eritrea. 
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Table 4. 49 ANOVA analysis for communication structure 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 19.047 1 19.047 84.846 .000
b
 

Residual 59.490 265 .224   

Total 78.537 266    
a. Dependent Variable: Employee Performance 

b. Predictors: (Constant), Communication Structure 

The above inferential analysis (correlation, regression and ANOVA) confirmed that 

there was a relationship between communication structure and employees performance. 

Thus, it was confirmed that communication structure has influence on employee 

performance. This finding was also confirmed by the qualitative findings. The interview 

findings show that communication structure was the base for information exchange 

related to their tasks. Information was the source for our productivity. Without 

communication and flow of information, jobs cannot be done. They need to know with 

whom they should communicate to, to get the required information. In this case, the 

communication structure was important since it was clearly setting out the direction of 

communication. It determined the flow of information in the businesses. The interviwees 

confirmed that it helps them to get the needed information on time from the respective 

individuals and offices to do the job. Thus, it helps them to communicate in different 

directions and get the information that they need in time so as to execute tasks 

accordingly. As a result, they produce the required products in terms of quantity and 

quality. Therefore, it had a role in their performance. However, they said that “there 

were instances where following such structure would obstruct getting the needed 

information because of the individual behaviors and interests in the management 

structure, lack of or delay of responses by individuals or concerned officers, and so on. 

Such obstructions had affected performance negatively. Therefore, communication 

structure has influence on employee performance.  
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According to the inferential analysis and the interview findings above, there is a 

relationship between communication structure and employee performance. These 

findings agreed with the findings of Nwata et al. (2016), Atambo and Momanyi (2016), 

and Hikmah (2015) that there is a significant association between communication 

structure and employee performance. It can therefore be concluded that there is a 

relationship between communication structure and employee performance in the selected 

large manufacturing businesses in Eritrea. Therefore, communication structure has 

influence on employee performance in the selected large manufacturing businesses in 

Eritrea.  

4.6.3 Communication Medium 

The third objective of the study to be investigated was the influence of communication 

medium on employee performance in the selected large manufacturing businesses in 

Eritrea. It was important first to determine which communication medium was used by 

employees of the selected large manufacturing businesses in Eritrea for communication. 

It was also important to determine the effectiveness of the medium used in enabling 

employees to have effective information exchange so that employees would achieve 

their intended performances in terms of producing the required quantities and qualities 

of products. Therefore, for these purposes, descriptive statistical analysis was peformed. 

In addition, the inferential statistics was done in order to determine the relationship 

between communication medium and employee performance. These descriptive and 

inferential findings were also merged with the interview findings as required in order to 

elaborate on the findings of the study.  

4.6.3.1 Communication Medium Used  

According to Crescenzo and Men (as cited in Men & Hung-Baesecke, 2015), employees 

of an organization use a wide array of communication tools to communicate, ranging 

from conventional channels (oral and written/print) to web-based platforms (electronic 

media). However, the descriptive statistics in Table 4.50 and the qualitative findings 
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revealed that employees of the selected large manufacturing businesses used oral and 

print media only. They did not use electronic media or internet based technologies that 

constitute email, intranets and social media since the technology was not available to 

employees of the manufacturing businesses in Eritrea. 

In relation to oral communication media, Table 4.50 indicates that a total 58.8% of the 

employees confirmed that they used oral medium (37.5% always and 21.3% very often).  

However, some employees had confirmed that they used oral medium sometimes and 

rarely with representations of 28.8% and 12% respectively. Only one employee (0.4%) 

confirmed that he had never used oral media for communication in the workplace. For 

written or print media, Table 4.50 also indicates that a total of 26.6% of the employees 

confirmed that they used written media (11.2% always and 15.4% very often), 22.5% 

sometimes, 22.5% rarely, and 28.4% of the employees never used written media. 

However, in relation to electronic media, the findings in Table 4.50 indicate that all 

employees (100%) confirmed that they didn’t use electronic media for communication at 

all in their manufacturing businesses. These findings revealed that oral media was 

widely used followed by written media but electronic media was not used at all by 

employees of the selected manufacturing businesses.  

The above findings were consistent with the interview findings. The interviewed 

employees confirmed that they used both the oral and written communication medium 

but never used electronic media since the technology was not available. They used oral 

for the purpose of further explanations and exchange of ideas or information that 

involves immediate feedback (face-to-face, telephone and meetings) but written was 

used for formal communication (for instance, report, important information, job 

direction or job order. 
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Table 4. 50 Communication medium used by employees 

 Oral Media Written  Media Electronic Media 

Frequency Percentage Frequency Percentage Frequency Percentage 

Always 100 37.5 30 11.2 - - 

Very often 57 21.3 41 15.4 - - 

Sometimes 77 28.8 60 22.5 - - 

Rarely 32 12.0 60 22.5 - - 

Never 

used 
1 0.4 76 28.4 267 100.0 

Total 267 100 267 100 267 100 

4.6.3.2 Effectiveness of Oral and Written Media 

Lengl and Daft (1988) pointed out that a communication medium can enhance or distort 

the intended message and thus affect the effectiveness of communication. This implies 

that effective media is required for effective communication. According to Table 4.50, 

employees of the selected large manufacturing businesses confirmed that they used oral 

media and written media but not electronic media. Therefore, it was important to 

determine the level of effectiveness of these media that were used by the employees of 

the manufacturing businesses. According to the findings in Table 4.51, a majority of 

employees confirmed that oral and written media were at some level of effective and 

very effective in terms of delivering accurate, complete, clear, relevant and timely 

information in the selected manufacturing businesses in Eritrea.  

In relation to oral media, Table 4.51 indicates that a majority of the employees 

confirmed that oral media highly used.  The representations of very effective and 

effective are 39% and 31% respectively. In line with this, 20.6% of employees indicated 

neutral (neither effective nor ineffective) and a total of 9.4% ineffective and very 

ineffective. Similarly, in relation to written media, Table 4.51 indicates that a majority of 

the employees confirmed that written media was effective and very effective with 
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representations of 31.8% and 20.6% respectively. However, 24.4% confirmed neutral 

(neither effective nor ineffective) and a total of 23.2% ineffective and very ineffective.  

Based on the findings on Table 4.51, oral and written media were effective with a total 

representation of 70% and 52.4% respectively. Theses findings reveal that oral media 

was more effective than written media in the selected large manufacturing businesses in 

Eritrea. This finding is consistent with the Media Richness Theory (MRT). According to 

MRT, oral communication holds higher richness in communication.  

Table 4. 51  Level of effectiveness of oral and written media 

 Oral Media Written Media 

 Frequency Percentage Frequency Percentage 

Very effective 104 39.0 55 20.6 

Effective  83 31.0 85 31.8 

Neutral 55 20.6 65 24.4 

Ineffective 10 3.8 23 8.6 

Very ineffective 15 5.6 39 14.6 

Total 267 100 267 100 

4.6.3.3 Employees Preference of Communication Media 

According to Media Richness Theory (MRT), communication media vary in the 

capacity of richness to convey information. The reasons for richness difference include: 

“the medium's capacity for immediate feedback, the number of cues and channels 

utilized, personalization, and language variety” (Daft & Lengel, 1986, 560). In addition, 

Dennis and Valacich (1999, p.1) stated that “media varied in their ability to enable users 

to communicate and change understanding.” Therefore, considering MRT or the 

effectiveness of the media, it was important to determine which communication media 

was preferable to employees of the selected manufacturing businesses in Eritrea. 

According to the findings in Table 4.52, a majority of employees of the selected large 
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manufacturing businesses confirmed that they preferred oral media for communication. 

Thus, Table 4.52 shows that 57.3% of the employees preferred oral media and 42.7% 

preferred written media. Hence, this finding is consistent with the findings in section 

4.4.3.2 and agreed with MRT that oral media holds the higher capacity of richness for 

communication and thus it is preferable. 

Table 4. 52 Preferences of communication media 

 Frequency Percentage (%) 

Oral media 153 57.3 

Written media  114 42.7 

Total 267 100 

4.6.3.4 Selection of Communication Media  

In addition to the preference of a communication media to be used, it was important to 

determine whether employees of the selected large manufacturing businesses select a 

communication media in relation to its capacity to deliver information and thus 

according to the MRT. Therefore, according to Table 4.53, a majority of employees 

confirmed that they select a communication media in relation to its capacity to deliver 

information. Thus, Table 4.53 illustrates that a total of 68.2% of the employees strongly 

agree and agree, 16.8% neutral (neither agree nor disagree), and a total of 15% of the 

employees disagree and strongly disagree. This finding is also consistent with MRT. 

Table 4. 53 Selecting communication media 

 Frequency Percentage (%) 

Strongly Agree 62 23.2 

Agree  120 45.0 

Neutral 45 16.8 

Disagree 33 12.4 

Strongly Disagree 7 2.6 

Total 268 100 
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In addition, the interview findings further indicate that employees of the selected 

manufacturing businesses considered a number of factors to select a media for 

communication. These factors include the nature of the work or tasks that would be 

executed, seriousness of the issue, the weight of the information, the ability of the 

medium to transfer the right information clearly, the need of immediate feedback, 

formalization of the issues, and individual personalities - some employees do not listen 

or do not care what is said. Such personalities demand to communicate in oral or written 

or both using strong words. 

4.6.3.5 Communication Media and Employee Performance 

Daft and Lengel (as cited in Dennis & Valacich, 1999, p.1) stated that “Media Richness 

Theory (MRT) proposes that task performance will be improved when task needs are 

matched to a medium's ability to convey information.” It was therefore important to 

determine whether the use of appropriate communication media enabled employees to 

perform as required in terms of producing the required quantity and quality of products. 

According to the findings in Table 4.54, a vast majority of employees confirmed that the 

use of appropriate media enabled them to perform as required. In relation to quantity of 

products, Table 4.54 indicates that a total of 79.8% of the employees strongly agree and 

agree, 10.1% neutral (neither agree nor disagree), and a total of 10.1% of the employees 

disagree and strongly disagree. Similarly, in relation to quality of products, Table 4.54 

also indicates that a total of 76.4% of the employees strongly agree and agree, 14.2% 

neutral (neither agree nor disagree), and a total of 9.4% of the employees disagree and 

strongly disagree. This finding is once again consistent with the MRT theory. 
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Table 4. 54 Communication media and employee performance 

 Quantity of Products Quality of Products 

 Frequency Percentage Frequency Percentage 

Strongly Agree 90 33.7 90 33.7 

Agree  123 46.1 114 42.7 

Neutral 27 10.1 38 14.2 

Disagree 20 7.5 16 6.0 

Strongly 

Disagree 
7 2.6 9 3.4 

Total 267 100 267 100 

4.6.3.6 Correlation analysis for communication medium and employees 

performance 

A correlation analysis was conducted to determine whether there is a relationship 

between communication medium and employee performance. As Table 4.55 shows that 

the Pearson correlation coefficient was 0.42 (r=0.42, p=0.000). Therefore, there is a 

statistically significant relationship between communication medium and employees 

performance because p<0.05. Therefore, there is a positive relationship but the 

relationship is not strong since r=0.42 is far from r=1 at which there is strong 

correlation.  

Table 4. 55 Correlation analysis for communication medium and employee 

performance 

 Communication 

medium  

Employee 

performance 

Communication medium 

Pearson Correlation 1 .420
**

 

Sig. (2-tailed)  .000 

N 267 267 

Employee performance 

Pearson Correlation .420
**

 1 

Sig. (2-tailed) .000  

N 267 267 

**. Correlation is significant at the 0.01 level (2-tailed). 
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4.6.3.7 Regression analysis for communication medium and employee 

performance 

A linear regression analysis was used to test wether the communication medium 

significantly predicts employee performance. The findings of the regression anlysis in 

Table 4.56 shows that there is a relationship between communication medium and 

employee performance in which the adjusted R
2 

is 0.174. This implies that only 17.4% 

of the employee performance can be explained by the communication medium. The 

remaining 82.6% of the efmplyees performance are due to other factors which are not 

included in this model. 

Table 4. 56 Regression analysis model summary for communication medium 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .420
a
 .177 .174 .49393 

a. Predictors: (Constant), Communication Medium  

Moreover, Table 4.57 illustrates that the test of beta coefficient reveals that 

communication medium significantly predicted employees performance since 

P=0.000<0.05. Thus, the model is statistically significant. Therefore, the model can be 

defined as Y=0.58+1.866X, where Y=Employee performance and X=Communication 

medium. This indicates that increasing the use of effective communication medium 

leads to increase on the performance of employee by 1.866. 

Table 4. 57 Regression analysis coefficients for communication medium 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 
(Constant) .580 .083  7.013 .000 

Communication Medium 1.866 .247 .420 7.544 .000 

a. Dependent Variable: Employee Performance 
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4.6.3.8 ANOVA Analysis for Communication Medium  

An analysis of variance (ANOVA) for communication medium was conducted in order 

to determine the influence of the independent variable on the dependent variable 

(Sawyer, 2009; Field, 2013). Therefore, the findings in Table 4.58 indicate that the 

relationship between communication medium and employee performance is statistically 

significant since p=0.000<0.05. Therefore, the regression model is significantly fit to 

adequately predict employee performance since F1,265;0.05=3.88<56.918 with 

p=0.000<0.05. Hence, communication medium has influence on employee performance 

in the selected large manufacturing businesses in Eritrea. 

Table 4. 58 ANOVA analysis for communication medium 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 13.886 1 13.886 56.918 .000
b
 

Residual 64.651 265 .244   

Total 78.537 266    
a. Dependent Variable: Employee Performance 

b. Predictors: (Constant), Communication. Medium 

The descriptive finding in section 4.6.3.5 and the findings of the inferential analysis 

(correlation regression and ANOVA) confirmed that communication medium has 

influence on employee performance. This finding was also confirmed by the interview 

findings. The interview findings indicate that if an employee is slowing down the work 

process or not doing the job the right way, then there is no choice but to communicate 

orally and address the issue. In addition, if the written medium is not adequately clear to 

the employee, then he/she cannot proceed to do the job. In that case, you need to 

communicate orally and make things clear so that he/she would proceed to execute 

tasks. In such instances, they said that, the medium helped to facilitate the work and 

perform in the right way. This meant that using the right medium for communication 

would help to produce the required quantity and quality of products since it would 

transfer the right information that would help to do job. Hence, communication medium 
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has role in employee performance. In a similar manner, if the medium is not right, then it 

would not deliver the information and consequently the employee performance would be 

affected. One interviewed employee confirmed this assertion by saying that “I have 

experienced wrong execution of tasks because of unclear information. Previously, I was 

given information orally which I misunderstood but later it was written down and the 

work was done properly.” Further, the interviewed employees confirmed that written is 

clearer than oral particularly for job order. For instance, they tell you to do something 

orally, and then, in the next day, they say that tit was not what they said. In this case, 

wrong products are produced and thus employee performance would be affected. They 

further explained that even in some instances, both written and oral would be 

appropriate for single information (issue) to be clear so that job can be done without any 

delay and obstructions. Therefore, this indicates that the medium has a role in transfering 

the right information to the right person which determines the executions of tasks that in 

turn determines employee performance. 

The above statistical and interview findings are consistent with the MRT. According to 

Daft and Lengel (as cited in Dennis & Valacich, 1999, p.1), “Media Richness Theory 

(MRT) proposes that task performance will be improved when task needs are matched to 

a medium's ability to convey information.” Therefore, it can be concluded that 

communication medium has influence on employee performance in the selected 

manufacturing businesses in Eritrea. 

4.6.4 Communication Climate 

The fourth objective of the study to be investigated was the influence of communication 

climate on employee performance in the selected large manufacturing businesses in 

Eritrea. Therefore, it was first important to determine whether employees communicate 

by considering the existing communication climate of their manufacturing businesses. It 

was also important to determine whether the manufacturing businesses encourage open 

communication among employees and whether there exists closed communication 
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climate in the selected large manufacturing businesses. In addition, the researcher was 

interested in determining the status of the communication climate in the selected 

manufacturing businesses and whether this communication climate enabled employees 

to achieve the intended performances in terms of producing the required quantities and 

qualities of products. In order to achieve this purpose, descriptive statistical analysis was 

used as well as inferential statistics in order to determine the relationship of 

communication climate and employee performance in the selected large manufacturing 

businesses. In order to elaborate on the findings of this study, the findings of the 

quantitative analysis and the interview findings are merged together as required. 

4.6.4.1 Communicating by considering the communication climate 

The researcher was first interested in determining the existence of communication 

climate and if then employees communicate accordingly. Table 4.59 indicates that 

majority of the employees of the selected large manufacturing businesses confirmed that 

they communicated by considering the esisting communication climate and this 

confirmed the existence of communication climate in their manufacturing businesses. 

According to Table 4.59, a total of 75.3% of the employees strongly agree and agree, 

13.5% neutral (neither agree nor disagree), and a total of 11.2% of the employees 

disagree and strongly disagree. This finding is consistent with the Structuration Theory 

(ST) and with Ahsanul (2013) explanation. According to Structuration Theory (ST), 

communication climate is produced and reproduced through the interaction of members 

of the organization and thus it exists in an organization. At the same time, through 

knowing about the communication climate of an organization, employees can better 

understand what impels organization members to behave in particular ways when they 

communicate (Ahsanul, 2013). This implies that communication climate exists in an 

organization and employees communicate accordingly. Therefore, it was relevant for 

employees of the selected manufacturing businesses in Eritrea to communicate 

according to their respective communication climates.  
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Table 4. 59 Communicating by considering the existed communication climate 

 Frequency Percentage (%) 

Strongly Agree 65 24.3 

Agree  136 51.0 

Neutral 36 13.5 

Disagree 26 9.7 

Strongly Disagree 4 1.5 

Total 267 100 

4.6.4.2 Encouraging Open Communication 

It was also important to determine whether open communication was encouraged in the 

selected manufacturing businesses so as to have a suitable communication climate. 

Table 4.60 indicates that a total of 43.8% of employees of the selected large 

manufacturing businesses confirmed that the manufacturing businesses encouraged open 

communication among employees. According to Table 4.60, a total of 43.8% of the 

employees strongly agree and agree, 20.2% neutral (neither agree nor disagree), and a 

total of 36% of the employees disagree and strongly disagree. 

The descriptive findings in Table 4.60 were consistent with the qualitative findings that 

showed that open communication was encouraged. The interviewed employees 

explained that they are from different backgrounds and with different behaviors and 

interests. Consequently, it would be difficult to have a suitable open communication 

climate. However, the findings indicate that the manufacturing businesses were trying to 

encourage open communication although it still needs more work. 
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Table 4. 60 Encouraging open communication 

 Frequency Percentage (%) 

Strongly Agree 52 19.5 

Agree  65 24.3 

Neutral 54 20.2 

Disagree 56 21.0 

Strongly Disagree 40 15.0 

Total 267 100 

4.6.4.3 Open Communication and Employee Performance 

The other important aspect that was determined was whether open communication 

enabled employees to perform as required in terms of producing the required quantity 

and quality of products. Table 4.61 indicates that a majority of employees of the selected 

large manufacturing businesses confirmed that open communication enabled them to 

perform as required. According to Table 4.61, a total of 67.4% of the employees 

strongly agree and agree, 18.4% neutral (neither agree nor disagree), and a total of 

14.2% of the employees disagree and strongly disagree.  

Table 4. 61 Open communication and employee performance 

 Frequency Percentage (%) 

Strongly Agree 62 23.2 

Agree  118 44.2 

Neutral 49 18.4 

Disagree 36 13.5 

Strongly Disagree 2 0.7 

Total 267 100 

The qualitative findings also confirmed that open communication has an influence on 

employee performance. The interview findings show that the communication climate in 

the manufacturing businesses was good because the nature of the work demands it. They 
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said that they communicate openly, freely, and with trust because communication is 

important in order to do ther jobs. They also said that having open communication is 

more important in the manufacturing businesses since it determines the exchange of 

pertinent information to the executions of tasks and thus ultimately supports their 

performance. Further, they said that openness, freedom, trust, and willingness to 

communicate are prerequisite for effective communication that determines their 

performance in terms of productivity. Therefore, they said that, although there was no 

absolute open communication, they do have open communication that actually supports 

their performance.  

According to Rosenberg & Rosestein (as cited in Nordin, et al., 2014), open 

communication enhances productivity as well as profitability towards an organization 

and thus influences employee performance. This is consistent with the findings above. 

Therefore, it can be concluded that open communication enabled employees of the 

selected manufacturing businesses in Eritrea to perform as required. 

4.6.4.4 Existence of Communication Barriers 

With reference to employees experience on communication barriers, Table 4.62 

indicates that a total of 36.7% of employees of the selected large manufacturing 

businesses confirmed that they experienced barriers in communication, 25.1% neutral 

(neither agree nor disagree), and a total of 38.2% of the employees did not experience 

barriers to communication. However, although the proportions of experienced and 

inexperienced employees to communication barriers differ in small margin with 

representations of 36.7% and 38.2% respectively, the findings show that communication 

barriers existed in the manufacturing businesses.  

The interview findings also confirmed the existence of communication barriers such as 

not being open, free, honest, and listening. The interviewed employees explained that 

this is a work place where employees come from different backgrounds and interests. 
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They also differ in terms of personalities. Therefore, it is normal to see open and closed 

communication sine this may be associated with the individual behavior despite the 

manufacturing businesses encouraging open communication climate and considering 

communication barriers as indiscipline. They explained that barriers appeared in terms 

of not listening and understanding, not sharing ideas or knowledge (information or 

knowledge is power), not willing to communicate. There were instances where 

employees communicated with caution and thus communicated with less openness and 

honesty. In addition, one employee explained that based on their experience from other 

employees who had messed up their life in the manufacturing businesses by 

communicating freely, honest and openly, they would not be motivated to communicate 

honestly and openly. Thus, they had to communicate with caution or reservation. 

Therefore, communication barriers existed in the selected manufacturing businesses. 

However, according to some of the interviewed employees, the barriers rarely appeared 

since there was no tolerance for such barriers and were considered as part of 

indiscipline. 

Table 4. 62 Existence of communication barriers 

 Frequency Percentage (%) 

Strongly Agree 23 8.6 

Agree  75 28.1 

Neutral 67 25.1 

Disagree 80 30.0 

Strongly Disagree 22 8.2 

Total 267 100 

The above findings agreed with Buchholz (2001) and Nordin et al. (2014) that 

communication barriers (closed communication) exist in an organization. Buchholz 

(2001) explained that a barrier to open communication ultimately spring from an 

individual unfavorable past experiences. Thus, since our nature and background shape 
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our values, beliefs, opinions, attitudes, and expectations, it is obvious that barriers to 

communication exist. In addition, Nordin et al. (2014) pointed out that employees have 

the tendency to abstain from communicating their needs as they become very cautious in 

making statements and may have low level of motivation to communicate. Thus, 

Buchholz (2001) and Nordin et al. (2014) imply that the existence of barriers to 

communication in any organization is unquestionable. Therefore, it is accurate to 

conclude that barriers to open communication existed in the selected large 

manufacturing businesses in Eritrea.  

4.6.4.5 Closed Communication and Employee Performance 

Once the existence of communication barriers was confirmed, it was important to 

determine whether closed communication (communication barriers) led to low 

performance of employees. Table 4.63 indicates a total of 31.1% of the employees 

confirmed that they performed lowly as a result of communication barriers, 26.2% 

neutral, and a total of 42.7% of the employees disagree and strongly disagree. However, 

although the proportion is low at 31.1%, the finding indicated that communication 

barriers led to low performance by some employees.  

Most of the interviewed employees had not experienced communication barriers but 

they believed that, if it exists, it can influence employee performance. They explained 

that if barriers are not noticed early and solved immediately, or while working, it affects 

employee performance negatively particularly if it is related to work processes or chain. 

No communication barrier leads to better performance since barriers block getting the 

needed information to do a job. The interviewed employees explained that in their 

manufacturing businesses, work is dependent on communication among employees. For 

instance, they said that “if someone is not listening properly or communicating honestly, 

work would be done wrongly and thus affect production in terms of speed and quality of 

products.” Thus, barriers are obstacles in production processes and thus affect employee 

performance. Another employee explained that “I had received a job order with its 



154 

 

specifications. However, I communicated to the upper levels that it needs certain 

adjustment on the specifications so that the product will maintain the required quality. 

But no one listened or understood me. Then, I decided to work based on the given 

specification but the quality was questionable.” Therefore, those interviewed concluded 

that barriers are obstacles and affect employee performance.  

The findings shown in section sections 4.6.4.4 and 4.6.4.5 indicate that the existence of 

closed communication (barriers) can influence employees when experienced. This 

finding is consistent with Buchholz (2001) observations that in closed communication 

climate, information is blocked and there is no free flow of information and thus affects 

employee performance. It was noted that communication barriers led some employees of 

the selected manufacturing businesses in Eritrea to poor performance.  

Table 4. 63 Closed communication and employee performance 

 Frequency Percentage (%) 

Strongly Agree 21 7.9 

Agree  62 23.2 

Neutral 70 26.2 

Disagree 79 29.6 

Strongly Disagree 35 13.1 

Total 267 100 

4.6.4.6 Status of the communication climate in the selected manufacturing 

businesses 

It was important to further determine the status of the communication climate in the 

selected large manufacturing businesses in Eritrea. Thus, it was important to determine 

whether the communication climate was healthy, which is a climate with honesty, 

openness, trust, freedom, and willingness to communicate. According to Table 4.64, a 

majority of employees in the selected manufacturing businesses confirmed that the 

communication climate of the manufacturing businesses was healthy. Table 4.64 
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indicates that a total of 55.1% strongly agree and agree, 24.7% neutral (neither agree nor 

disagree), and a total of 20.2% disagree and strongly disagree.   

Table 4. 64 Status of the communication climate 

 Frequency Percentage (%) 

Strongly Agree 50 18.7 

Agree  97 36.4 

Neutral 66 24.7 

Disagree 40 15.0 

Strongly Disagree 14 5.2 

Total 267 100 

The interview results further confirmed that the communication climate in the selected 

large manufacturing businesses was generally good and enabled employees to 

communicate among each other in order to carry out their job. The findings indicate that 

there was no absolute or excellent communication climate. The interview findings 

confirmed further that communication climate was not as good as it was expected and 

thus there exist barriers to effective communication. However, the qualitative findings as 

a whole confirmed that there was a fairly healthy communication climate in selected 

large manufacturing businesses.  

4.6.4.7  Communication Climate and Employee Performance 

In relation to the production of the required quantity of products, Table 4.65 reveals that 

a total of 70.4% of the employees strongly agree and agree, 14.2% neutral (neither agree 

nor disagree), and a total of 15.4% of the employees disagree and strongly disagree. 

Similarly, in relation to quality products, Table 4.65 also indicates that a total of 83.1% 

of the employees strongly agree and agree, 10.9% neutral (neither agree nor disagree), 

and a total of 6% of the employees disagree and strongly disagree. Therefore, a majority 

of employees of the selected large manufacturing businesses confirmed that 



156 

 

communication climate had influence on their performance in producing the required 

quantity and quality of products. 

Table 4. 65 Communication climate and employees performance 

 Quantity of Products Quality of Products 

 Frequency Percentage Frequency Percentage 

Strongly Agree 68 25.5 77 28.8 

Agree  120 44.9 145 54.3 

Neutral 38 14.2 29 10.9 

Disagree 32 12.0 13 4.9 

Strongly 

Disagree 
9 3.4 3 1.1 

Total 267 100 267 100 

 

The interviewed employees also confirmed that communication climate had influences 

on their performance. They explained that when there open communication climate, the 

required information exchanged and the job done as required. When there were barriers, 

production was affected and also defective products were produced. When there is good 

communication climate, employees feel comfortable and get the required information. 

Consequently, production would be more than expected. Thus, a healthy communication 

climate can enable employees to better their performance. Therefore, communication 

climate has influence on employee performance in the selected large manufacturing 

businesses.   

The above findings agreed with Ahsanul (2013) and Abdussamad (2015) that 

communication climate significantly influences performance of the organization because 

climate affects the effort of an employee. It is therefore accurate to conclude that 

employee performance was influenced by the respective communication climate of the 

selected manufacturing businesses. 
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4.6.4.8 Correlation analysis for communication climate and employees 

performance 

A correlation analysis was conducted to determine whether there is a relationship 

between communication climate and employee performance. The findings in Table 4.66 

show that the Pearson correlation coefficient (r) was 0.618 with p-value of 0.000 

(r=0.618, p=0.000). Therefore, there is a statistically significant relationship between 

communication climate and employee performance because p<0.05 and the relationship 

is positive and relatively strong because r=0.618 approaches to r=1 at which there is a 

strong relationship. 

Table 4. 66 Correlation analysis for communication climate and employee 

performance 

 Communication 

Climate 

Employee 

Performance 

Communication climate  

Pearson Correlation 1 .618
**

 

Sig. (2-tailed)  .000 

N 267 267 

Employee performance 

Pearson Correlation .618
**

 1 

Sig. (2-tailed) .000  

N 267 267 

**. Correlation is significant at the 0.01 level (2-tailed). 

4.6.4.9 Regression Analysis for Communication Climate and Employee 

Performance 

A linear regression analysis was also conducted for communication climate and 

employees performance in order to test the overall model and to determine wether the 

communication climate significantly predicts employee performance. The findings of 

the regression anlysis in Table 4.67 show that there is a relationship between 

communication climate and employee performance where the adjusted R
2 

is 0.38. This 

implies that 38% of the employees performance can be explained by the communication 
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climate. The remaining 62% of the employees performance are due to other factors 

which are not included in this model. 

Table 4. 67 Regression analysis model summary for communication climate 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .618
a
 .382 .380 .42795 

a. Predictors: (Constant), Communication Climate   

In addition, Table 4.68 illustrates that the test of beta coefficient reveals that 

communication climate significantly predicted employees performance and thus the 

model is statistically significant since p<0.05. Therefore, the model can be expressed as 

Y=0.077+0.71X, where Y=Employee performance and X=Communication climate. This 

indicates that an increase in the improvement of the communication climate leads to an 

increase in the performance of employees by 0.71.  

Table 4. 68 Regression analysis coefficients for communication climate 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 
(Constant) .077 .089  .873 .383 

Communication climate .710 .055 .618 12.800 .000 

a. Dependent Variable: Employee Performance 

4.6.4.10 ANOVA Analysis for Communication Climate and Employee 

Performance 

An ANOVA analysis was conducted to test the significance of the model better 

predicting the dependent variable than the mean (Sawyer, 2009; Field, 2013). Therefore, 

the findings in Table 4.69 indicate that the model significantly fit to adequately predict 

the dependent variable since F1,265;0.05=3.88<163.83 and p=0.000<0.05. Hence, 
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communication climate has influence on employee performance in the selected 

manufacturing businesses in Eritrea.  

Table 4. 69 ANOVA for communication climate and employee performance 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 30.004 1 30.004 163.830 .000
b
 

Residual 48.533 265 .183   

Total 78.537 266    
a. Dependent Variable: Employee Performance 

b. Predictors: (Constant), Communication. Climate 

The above statistical findings agreed with the findings of Ahsanul (2013) and 

Abdussamad (2015) that communication climate significantly influences employee 

performance. Therefore, it can be concluded that communication climate of the selected 

manufacturing businesses has significant influence on employee performance. Hence, 

communication climate influences employee performance in the selected large 

manufacturing businesses in Eritrea.  

4.6.5 Overall Analysis (Model) for all Variables  

The general objective of the study was to examine the influence of organizational 

communication on employee performance in the selected large manufacturing 

businesses in Eritrea. In this study, organizational communication was described using 

four independent variables as it is depicted in the conceptual framework. Therefore, a 

multi linear regression analysis was used to determine whether the independent 

variables: communication patterns (X1), communication structure (X2), communication 

medium (X3), and communication climate (X4); influence the dependent variable: 

employee performance. These independent variables examined whether the multi 

regression model would be used to explain the influence of all the variables 

(organizational communication) on employee performance. Therefore, the Model 2, 
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which is described in section 3.10, was used for the multi-regression analysis. Thus, the 

overall model of this study is: 

Y= β0+ β1 X1 + β2 X2 + β3 X3 + β4 X4 + € 

Where; 

Y = Employee performance (Dependent variable) 

X1 = Communication patterns (independent variable) 

X2 = Communication structure (independent variable)  

X3= Communication medium (independent variable) 

X4= Communication climate (independent variable) 

β0 = Constant (Coefficient of intercept)  

β1 ... β4 = Regression coefficients of the four independent variables 

€ = Error term 

In this model, the dependent variable is employee performance (Y), and the independent 

variables include X1 --- X4. The results of the regression model summary and the 

regression coefficients were used to determine whether there is a significant relationship 

between all the independent variables and the dependent variable. The model would also 

be used to determine whether all the independent variables predict and explain the 

dependent variable. Thus, the coefficients of multiple determination, the regression 

coefficients, and ANOVA (to test the significance of the model to predict) were 

considered to conduct the analysis. The adjusted R
2
 was used to check how well the 

model fit as the proportion of variation in response that explains the regression on all the 

predictors in the model.  

4.6.5.1 Correlation for all variables  

Considering the general objective of the study, it was important to determine the 

relationship of all the variables and employee performance. Accordingly, the findings in 

Table 4.70 indicates that there was a positive and relatively strong relationship between 

all the independent variables and employee performance since the correlation coefficient 

was 0.677 (R = 0.677), which approaches to r=1 at which there is a strong relationship. 
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In addition, Table 4.62 indicates that the adjusted coefficient of determination (adjusted 

R
2
) is 0.45. This implies that 45% of the variation in employee performance can be 

explained by all the independent variables: communication patterns, communication 

structure, communication medium, and communication climate. The remaining 55% of 

the variation in employee performance is explained by other variables that are not 

included in this model.  

Table 4. 70 Regression model summary for all variables 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .677
a
 .458 .450 .40303 

a. Predictors: (Constant), Comm. Pattern, Comm. Structure, Comm. Medium, Comm. Climate 

b. Dependent Variable: Employee Performance 

4.6.5.2 Regression Model for All Variables 

A multi-regression analysis was also used to determine whether all the independent 

variables would predict the dependent variable. Therefore, the findings in Table 4.71 

reveals that all the independent variables, except communication patterns 

(p=0.291>0.05), significantly predict employees performance since  P<0.05. Therfore, 

the model can be defined as: Y= - 0.2 – 0.059X1 + 0.261X2 + 0.64X3 + 0.531X4. This 

model indicates that maintaing the communication patterns (X1) constant and increasing 

either the effectiveness of the communication structure (X2), using effective media (X3), 

improving the communication climate (X4) or all (X2, X3 and  X4) at the same time can 

lead to increased employee performance. According to this model, the three significant 

variables explain the variations on employee performance that can also be explained by 

the communication patterns. Therefore, the model indicates that all the independent 

variables, except communication patterns, predict employees performance in the 

selected large manufacturing businesse in Eritrea.  

The p-values in Table 4.71 indicate the significance of the independent variables but not 

the relative importance of the independent variables to predict the dependent variable. 
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For this purpose, the values of the t-statistics can be used to determine the relative 

importance of the independent variables (Field, 2013). In this case, communication 

climate had the highest significant impact to employee performance since it has the 

highest t-value, which is 8.779 followed by communication structure (4.361) and 

communicaion medium (2.774) but commucation pattern had no significance to 

employee performance since the p=0.291>0.05 in the multiple regression model.   

Table 4. 71 Regression analysis coefficients for all variables 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 

(Constant) -.200 .109  -1.840 .067 

Communication Patterns -.059 .056 -.053 -1.059 .291 

Communication Structure .261 .060 .246 4.361 .000 

Communication Medium .640 .231 .144 2.774 .006 

Communication Climate .531 .060 .462 8.779 .000 

a. Dependent Variable: Employee Performance 

4.6.5.3 ANOVA Analysis for All Variables  

An ANOVA analysis was conducted to test the significance of the multi linear 

regression model at better predicting the dependent variable than the mean (Sawyer, 

2009; Field, 2013). Therefore, the findings in Table 4.72 indicate that the model, as a 

whole, is significantly fit to adequately predict employee performance since 

F4,262;0.05=2.41<55.376 and p=0.000<0.05. Therefore, organizational communication has 

influence on employee performance in the selected large manufacturing businesses. 

Table 4. 72 ANOVA analysis for all variables 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 35.980 4 8.995 55.376 .000
b
 

Residual 42.557 262 .162   

Total 78.537 266    
a. Dependent Variable: Employee Performance 

b. Predictors: (Constant), Comm. Pattern, Comm. Structure, Comm. Medium, Comm. Climate 

 



163 

 

The findings of the overall analysis for all the variables show that organizational 

communication that constitute communication patterns, communication structure, 

communication medium and communication climate has a significant relationship with 

employee performance. Further, both the regression and ANOVA analysis show that 

organizational communication can explain the variations in employee performance. 

Thus, organizational communication has an influence on employee performance. 

Therefore, organizational communication is one of the factors that determine the 

performance of employees in the selected large manufacturing businesses in Eritrea.  
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Introduction 

The general objective of this study was to examine the influence of organizational 

communication on employee performance in the selected large manufacturing 

businesses in Eritrea. Using this general objective, this study was further guided by four 

specific objectives. These are: to establish the influence of communication patterns on 

employee performance in selected large manufacturing businesses in Eritrea; to 

determine the influence of communication structure on employee performance in 

selected large manufacturing businesses in Eritrea; to examine the influence of 

communication medium on employee performance in selected large manufacturing 

businesses in Eritrea; and to investigate the influence of communication climate on 

employee performance in selected large manufacturing businesses in Eritrea. Therefore, 

this chapter presents the summary of the key findings related to the objectives, 

conclusions and recommendations.  

5.2 Summary of Key Findings Related to the Specific Objectives 

The research findings from the specific objectives are summarized below considering 

both the quantitative and qualitative data analysis findings of the study. 

5.2.1 Influence of communication patterns on employee performance  

The findings of this study showed that, to get work done, employees of the selected large 

manufacturing businesses communicate formally and informally. The formal 

communication was used to get job orders or directions and for serious issues that 

require documentation as well as to make communication clear and formal. Informal 

communication was applied more at the execution levels where employees are forced to 

communicate informally as weel as in order to avoid further misunderstanding and 
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accelerating work processes. Thus, formal and informal communications were important 

in information exchange that would enable employees to execute the given tasks since 

the work processes in the manufacturing businesses are based in chains that demand 

effective communication.   

In terms of the level effectiveness, both the quantitative and qualitative findigs showed that 

formal communication is effective whereas informal communication is ineffective in the 

selected large manufacturing businesses in Eritrea.  Therefore, the findings indicate that 

employees of the selected manufacturing businesses in Eritrea prefare formal 

communication than informal communication. This is because, according to the 

qualitative findings, formal communication was more clear and official and it minimizes 

the existence of misunderstanding and conflicts. Informal communication, however, 

lacks openness that made difficult to get the right information in the selected 

manufacturing businesses. Most employees were communicating with caution and thus 

with held important information during informal communication. According to the 

findings, effective communication leads to effective performance and ineffective 

communication is detrimental for employees and leads them to poor performance. 

Therefore, both formal and informal communications have influence on employee performance 

in producing the required quantity and quality of products. 

 The inferential findings on communication patterns (formal and informal) also indicate 

that communication pattern has influence on employee performance. The correlation 

findings indicate that there is a statistically significant positive relationship between 

communication patterns and employee performance but the relationship is not strong. 

The findings of the regression analysis show that only 2.8% of the employee 

performance can be explained by the communication patterns. In addition, the findings 

of the ANOVA analysis indicate that the regression model for the communication 

patterns is significantly fit to predict the dependent variable. Therefore, communication 

patterns have influences on employee performance in the selected large manufacturing 

businesses in Eritrea.  
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5.2.2  Influence of communication structure on employee performance  

The findings of this study confirmed that the selected large manufacturing businesses in 

Eritrea adopt their own organizational structure that defines their respective 

communication structure. Their communication structure is simply the management 

structure of their respective manufacturing businesses. Employees of these 

manufacturing businesses therefore communicate through their communication 

structures.  

In relation to vertical communication (downward and upward communication), the 

descriptive findings show that vertical communication (two-way communication) was 

encouraged. However, according to the qualitative fndings, even though they 

communicated vertically, upward communication was not encouraged because of lack of 

responses from upper levels. As a result, employees did not want to communicate 

innovative ideas and suggestions to upper levels but routine reports. However, both the 

quanititative and qualitative findings show that vertical communication has an influence 

on employee performance.  

The other aspect of communication structure is horizontal communication. The 

descriptive findings showed that horizontal communication flow exists in order for work 

to be done properly. In addition, the qualitative findings confirmed that horizontal 

communication was effective because the work processes in the manufacturing 

businesses are in chains that demand horizontal communication between units or 

departments. If employees do not communicate horizontally, then there would be 

immediate problems to the work processes. Both the quantitative and qualitative 

findings confirmed that horizontal communication was vital for employee performance 

in the selected manufacturing businesses and thus influence employee performance.  

Diagonal communication is another communication structure in an organization that is 

not widely used. The descriptive and qualitative findigs indicate that diagonal 
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communication is not widely used in the selected large manufacturing businesse in 

Eritrea. Therefore, diagonal communication had no role on the performance of 

employees in the selected large manufacturing businesses in Eritrea.    

The inferential findings of communication structure on employee performance showed 

that there is a statistically significant positive relationship between communication 

structure and employee performance but the relationship is not strong. According to the 

findings of the regression analssysis, only 24% of employee performance can be 

explained by the communication structure. In addition, the ANOVA analysis confirmed 

that the regression model for communication structure is significantly fit to predict 

employee performance. Therefore, communication structure has an influence on 

employee performance in the selected large manufacturing businesses in Eritrea.  

5.2.3 Influence of communication medium on employee performance  

Organizations today possess a wide array of tools for communication for employees 

ranging from conventional channels (oral and written) to web-based platforms 

(electronic media). However, both the quantitative and qualitative findings of this study 

showed that only the conventional media (oral and written) was used by employees of 

the selected manufacturing businesses in Eritrea. The findings further revealed that oral 

medium are widely used than written medium. Electronic media that includes email, 

intranets and social media was not used in the selected large manufacturing businesses 

because the technology was not available.  

The descriptive findings of this study revealed further that oral and written media were 

at the level of effectiveness and employees select a communication media in relation to 

its capacity to deliver information, which is consistent with MRT theory. However, 

according to the qualitative findings, employees of the selected manufacturing 

businesses consider a number of factors in selecting a communication medium. Such 

factors include: the nature of the work or tasks that would be executed, seriousness of 
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the issue, the weight of the information, the ability of the medium to transfer the right 

information clearly, the need for immediate feedback, formalization of the issues, and 

individual personalities. 

In reference to communication medium and employee performance, the findings of this 

study confirmed that the use of appropriate communication medium improves employee 

performance. This is because a communication medium can enhance or distort the 

intended message and thus affect the effectiveness of communication. Thus, an 

approproitae medium has a role of transfering the right information to the right person 

that determines the executions of tasks which in return determines employee 

performance. In addition, task performance will be improved when a task needs are 

matched to a medium's ability to convey information. Therefore, effective media is 

required for effective communication that in return increases employee performance.  

The correlation findings indicated that there is a statistically significant positive 

relationship between communication medium and employee performance but the 

relationship is not strong. The regression analsysis showed that only 17.4% of the 

employee performance can be explained by the communication medium. However, 

according to the ANOVA analysis, the regression model is significantly fit to adequately 

predict employee performance. Therefore, communication medium has an influence on 

employee performance in the selected large manufacturing businesses in Eritrea.  

5.2.4 Influence of communication climate on employee performance  

According to Structuration Theory (ST), communication climate is produced and 

reproduced through the interaction of members of the organization and thus it exists in 

an organization. Thus, the findings of this study showed that there exists communication 

climate in the selected large manufacturing businesses in Eritrea and thus employees 

communicate by considering the climate. 
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Communication climate is characterized by open and closed communication. According 

to the quantitative findings, open communication was encouraged in the selected large 

manufacturing businesses and thus open communication supported employee 

performance. In addition, the qualitative findings indicated further that, even though 

employees come from different backgrounds with different behaviors and interests, open 

communication was very important to the manufacturing businesses since it determines 

the exchange of pertinent information to the executions of tasks and thus ultimately 

supports employee performance. However, the interviewe findings indicated that there is 

no absolute open communication and thus, there is closed communication.  

The findings of this study confirmed the existence of closed communication in the 

selected manufacturing bsuinesses. Closed communication were appeared in terms of 

not listening and understanding, not sharing ideas or knowledge (information or 

knowledge is power), not willing to communicate or communicating with caution (less 

open and honest). Consequently, the findings showed that employees performed poorly 

as a result of closed communication because information was blocked and there was no 

free flow of information. Therefore, closed communication has an influence on 

employee performance. 

The inferential analysis of this study confirmed further that there is a statistically 

significant positive relationship between communication climate and employee 

performance and the relationship is relatively strong. According to the regression 

analysis, 38% of the employee performance can be explained by the communication 

climate. Also, the ANOVA analysis confirmed that the regression model is significantly 

fit to adequately predict employee performance. Thus, communication climate has an 

influence on employee performance in the selected large manufacturing businesses in 

Eritrea.  
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5.2.5 Overall Analysis- Organizational Communication and Employee 

Performance 

 The general objective of this study was to examine the influence of organizational 

communication on employee performance in the selected large manufacturing 

businesses in Eritrea. The overall analysis of the study was analized using the four 

independent variables of this study altogether. For this purpose, inferential analysis was 

conducted.  

According to the findings of the correlation analysis, there is a statistically significant 

relationship between all the independent variables (organisational communication) and 

the employee performance and the relationship is relatively strong. In addition, the 

multi-regression analysis indicates that 45% of the variation in employee performance 

can be explained by all the independent variables (organizational communication). Also, 

the ANOVA analysis showed that the overall regression model significantly fit to 

adequately predict employee performance. This means that organizational 

communication has an influence on employee performance in the selected large 

manufacturing business in Eritrea.  

5.3 Conclusions 

The first objective of this study was about communication patterns (formal and informal 

communication) and employee performance. The findings concluded that 

communication patterns have an influence on employee performance in the selected 

manufacturing businesses in Eritrea. There was statistically significant relationship 

between communication patterns and employee performance although the relationship 

was not strong. Employees of the selected manufacturing businesses communicated 

through communication patterns (formally and informally). These patterns were 

important for information exchange which would enable employees to execute the given 

tasks and thus lead to better employee performance.  
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In relation to formal communication, it enabled employees to communicate important, 

accurate, clear and timely information within their manufacturing businesses. Formal 

communication was effective and enabled employees to perform as required in terms of 

producing the required quantity and quality of products. At the same time, ineffective 

formal communication led some employees to poor performance. It was therefore 

statistically concluded that there was a positive relationship between formal 

communication and employee performance in the selected large manufacturing 

businesses in Eritrea and thus formal communication has an influence on employee 

performance. However, informal communication was not effective in the selected 

manufacturing businesses. Employees were not able to exchange important, accurate, 

clear and timely information. Informal communication lacked openness and it was 

difficult to get the right information since employees communicated with caution and 

withheld important information. Employees preferred to communicate formally. It was 

noted, therefore, that informal communication did not support better employee 

performance in producing the required quantity and quality of products. Although, there 

was a positive relationship between informal communication and employee 

performances, the relationship was minimal and very weak. Thus, the correlation was 

not statistically significant. Therefore, informal communication did not have positive 

influence on employee performance in the selected large manufacturing businesses in 

Eritrea. 

The second objective of this study was about communication structure and employee 

performance. This study concluded that communication structure has an influence on 

employee performance in the selected large manufacturing businesses in Eritrea. There 

is statistically significant relationship between communication structure and employees 

performance. Employees of the selected manufacturing businesses use the management 

structure as a communication structure to communicate among themselves. Employees 

communicated vertically (downward and upward) although upward communication was 

not encouraged because of lack of responses from upper levels. In addition, employees 
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communicated horizontally although it was not as effective as it should be. However, 

horizontal communication was important and enabled employees to perform as required 

in terms of producing the required quantity and quality of products since the work 

processes are chains that demand horizontal communication in the manufacturing 

businesses. It was therefore noted that vertical and horizontal communications have an 

influence on employee performance. Diagonal communication, however, was not widely 

used. It was used very rarely and did not have any influence on employee performance 

in the selected manufacturing businesses.  

The third objective of this study was about communication medium and employee 

performance. This study concluded that communication medium has an influence on 

employee performance in the selected manufacturing businesses in Eritrea. There was a 

statistically significant relationship between communication medium and employee 

performance. Despite there are wide array of tools for communication ranging from 

conventional channels (oral and written) to web-based platforms (electronic media), 

employees of the selected large manufacturing businesses in Eritrea used only oral and 

written communication medium. They didn’t use web-based platforms (electronic 

media) because the technology was not available. Employees of the selected 

manaufacturing businesses in Eritrea select a communication media in relation to the 

nature of the work or the tasks that would be executed, the seriousness of the issue, the 

weight of the information, the ability of the medium to transfer the right information 

clearly, the need of immediate feedback, formalization of the issues, and individual 

personalities. However, oral medium was widely used and was more effective than 

written medium in the selected manufacturing businesses. By using appropriate 

communication medium employees obtained better performances in terms of producing 

the required quantity and quality of products in the selected manufacturing businesses. It 

was therefore noted that communication medium has an influence on employee 

performance in the selected large manufacturing businesses in Eritrea.  
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The fourth objective of this study was about communication climate and employee 

performance. This finding concluded that communication climate has an influence on 

employee performance in the selected manufacturing businesses in Eritrea. There was 

statistically significant relationship between communication climate and employees 

performance. There existed a communication climate in the selected large manufacturing 

businesses and employees consider it when communicating. The status of the 

communication climate in the selected large manufacturing businesses in Eritrea was 

relatively good. There was open communication climate (characterized by honesty, 

openness, trust, freedom, and willingness to exchange information) and also closed 

communication climate (characterized by communication barriers). Open 

communication enabled employees to perform as required in terms of producing the 

required quantity and quality of products. On the other hand, some employees of the 

selected manufacturing businesses performed poorly as a result of communication 

barriers since information was blocked and there was no free flow of information. It also 

affected employee performance. Therefore, communication climate has an influence on 

employee performance in the selected large manufacturing businesses in Eritrea. 

Lastly, the general objective of the study was to examine the influence of organizational 

communication on employee performance in the selected large manufacturing 

businesses in Eritrea. In this study, oganizational communication was characterized by 

four variables: communication patterns, communication structure, communication 

medium, and communication climate. It was therefore noted that, based on the findings 

of the overall analysis of this study, there is a direct and significant relationship between 

organizational communication and employee performance. In addition, the overall 

model is adequately fit to predict the variations on employee performance. Therefore, 

this study concluded that organizational communication has a direct influence on 

employee performance in the selected large manufacturing businesses in Eritrea.  
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5.4 Recommendations 

Based on the findings of this research study, the following recommendations are offered 

to the selected large manufacturing businesses in Eritrea and to the scientific 

community. 

5.4.1 Recommendations to the selected large manufacturing businesses in Eritrea   

 This study confirmed that formal communication was effective and employees 

prefer formal communication in the selected large manufacturing businesses in 

Eritrea. Therefore, the selected manufacturing businesses should continue using 

formal communication and keep as effective as possible. 

 Informal communication was not effective in the selected large manufacturing 

businesses in Eritrea. Ineffective communication is detrimental for employees in 

any organization because it leads employees to poor performance. Therefore, the 

selected manufacturing sectors should build trust among employees in order to 

exchange pertinent information informally and in order to make informal 

communication effective so that it plays a role in improving employee’s 

performance. 

 Athough employees of the manufacturing businesses in Eritrea communicate 

vertically (upward and downward communication), the findings showed that 

upward communication was not effective. Therefore, the selected large 

manufacturing businesses should make upward communication effective because 

it can enable the bottom level employees to generate new ideas that can help to 

improve their performance in terms of producing the required quantity and 

quality of products. 

 The communication structure of the selected large manufacturing businesses in 

Eritrea is their respective management structure. Consequently, diagonal 

communication was not widely used and had no role in employee performance in 
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the selected manufacturing businesses. Therefore, the selected manufacturing 

businesses should develop a separate communication structure that ensures 

effective communication. For instance, they can have a networked type of 

communication structure that connects employees with different directions or 

levels so that they can get the required information from the concerned 

individuals or offices in order to execute the given tasks and thereby improve 

productivity. 

 This study confirmed that communication medium has influence on employee 

performance and MRT proposes that task performance will be improved when a 

task needs are matched to a medium's ability to convey information. The findings 

also showed that employees of the selected large manufacturing businesses in 

Eritrea did not use electronic media. Therefore, the manufacturing businesses 

should provide the various options of communication media to employees 

including the technological media so that employees can use the appropriate 

media to exchange information effectively. 

 This study confirmed further that communication climate is the highest 

contributor to employee performance compared to the other independent 

variables of this study. In addition, the study confirmed that open communication 

characterized by honesty, openness, trust, freedom, and willingness to exchange 

information supports employee performance whereas closed communication 

leads to poor performance since it blocks the exchange of information. 

Therefore, the selected manufacturing businesses should create a more suitable 

communication climate (open communication) and minimize closed 

communication.  

 The overall findings of this study confirmed that organizational communication 

influences employee performance in the selected large manufacturing businesses 

in Eritrea. Therefore, the selected large manufacturing businesses should ensure 
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that all aspects of organizational communication are effective and suitable for 

communication.  

5.4.2  Recommendations to the Scientific Community  

The field of organizational communication is gaining interests from the scientific 

community since it is very essential in all dimensions of organization’s performance 

(Abugre, 2011). This study meant to fill the gap in the scientific research in a sense that 

organizational communication has a direct influence on employee performance in the 

manufacturing businesses. Therefore, considering the limitations of this study, the 

scientific communities can use the findings of this study as a base or reference for 

further research to fill existing gaps in the field of communication in general and 

organizational communication in particular. 

5.5 Suggestions for Further Research Study  

Based on the limitations and findings of this study, the following suggestions are made 

for further research: 

1. One of the limitations of this study was that the study did not consider the external 

communication. It is therefore important to conduct a research on the effects of 

external communication on improving productivity in the manufacturing sectors. 

This would help the manufacturing sectors to not only to have effective internal 

communication but also to have effective external communication for improving 

productivity of the sector. This suggested research study would help them to 

improve productivity that would help the sector to get a market share and thus 

increase profitability. 

2. Another limitation of this study was that it did not consider the comparison of each 

manufacturing businesses in Eritrea in terms of organizational communication and 

employee performance. It is therefore important to conduct a research on the 

comparative assessment of Eritrean manufacturing businesses in terms of the 
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influence of organizational communication on improving productivity of the 

sectors. This suggested research study would help the manufacturing sectors in 

terms of understanding the states of their organizational communication so that 

they can invest in organizational communication accordingly.  

3. This study confirmed that there is a direct influence of organizational 

communication on employee performance in selected large manufacturing 

businesses in Eritrea. However, the study was not an experimental research. 

Therefore, the findings of this study would be strengthened if this study would be 

repeated using experimental basis.  
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APPENDICES 

Appendix I: Questionnaire 

Questionnaire for Employees of the Selected Large Manufacturing Businesses in 

Eritrea 

My name is Zemichael Fesahatsion pursuing a Ph.D degree in Mass Communication at 

Jomo Kenyatta University of Agriculture and Technology (JKUAT), Department of 

Media Technology and Applied Communication, Kenya. I am conducting a research on 

the influence of organizational communication on employee performance in selected 

large manufacturing businesses in Eritrea. The purpose of the questionnaire is to gather 

data related to my study from employees of the selected large manufacturing businesses 

in Eritrea. I would like to assure you that information collected through this 

questionnaire will be safely kept and will remain confidential. Please, fill out the 

questionnaire as honestly as possible. I am so grateful for your participation and 

cooperation.  Thank you. 

መሕተቲ ቕጥዒ 

መሕተቲ ቕጥዒ ንሰራሕተኛታት ናይ ዝተመረጻ ፋብሪካታት ኣብ ኤርትራ 

ኣነ ዘሚካኤል ፍስሓጽዮን ዝተባሃልኩ ኣብ ኬንያ ናይ ዝለዓለ ዯርጃ ትምህርቲ (ዶክቶሬት ዱግሪ) ኣብ ጆሞ 

ኬንያታ ዩኒቨርሲቲ ሕርሻን ቴክኖሎጂን (Jomo Kenyatta University of Agriculture and 

Technology)፣ ክፍሊ ናይ መራከቢ ብዙሓን ቴክኖሎጂን ግብራዊ ዝርርብን (Department of Media 

Technology and Applied Communication) ዝከታተል ዘለኹ ተማሃራይ አየ። ኣነ ብዛዕባ ኣብ ትካል 

ዝግበር ዝርርብ ኣብ ልዕሊ ውጺኢት ሰራሕተኛታት ፋብሪካታት ኤርትራ ዝህልዎ ጽልዋ መጽናዕቲ ዘካይድ ዘለኹ 

እየ። ዕላማ ናይዚ መሕተቲ ከኣ ካብ ሰራሕተኛታት ፋብሪካታት ኣብ ኤርትራ ነዚ ዘካይዶ ዘለኹ መጽናዕቲ 

ዝምልከት ሓበሬታ ንምእካብ እዩ። ስለዚ ነዚ መሕተቲ ብዝተካእለኩም መጠን ብቕንዕና ክትመልእዎ 

ብኣኽብሮት ይሓተኩም። በዚ መሕተቲ ኣቢሉ ዝእከብ ሓበሬታ ብስትረት ክተሓዝ ምኻኑን ንዝኾነ ኣካል ከምዘይ 

ይወሃብን ከረጋግጸልኩም ይፈቱ። ነዚ መሕተቲ ንምምላእ ብምስታፍኩምን ብምትሕብባርኩምን ከኣ 

ከመስግነኩም ይዯሊ. የቐንየለይ! 
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A. Demographic Questions 

Instruction: Give your response by ticking (√ ) in the box  

መምርሒ፣ ኣብቲ ተዲልዩ ዘሎ ሳንደቕ ምልክት (√ ) ብምግባር መልስኩም ሃቡ። 

1. Gender/ጾታ  Male/ተባዕታይ   Female/ኣንስተይቲ 

 

2. Age/ዕድመ  18-30  31-40  41-50  51-60  61-70

  

 

3. Level of education/ዯረጃ ትምህርቲ  1-6  7-8  9-12 

  Certificate/ሰርቲፊኬት  Diploma/ዱፕሎማ  Degree/ዱግሪ

  Master//ማስትሬት  Doctorate/ዶክቶሬት  

 

4. Work experience (in year)/ናይ ስራሕ ልምዱ (ብዓመት) 1-10  11-20 

  21-30  31-40  41 and above/41’ን ንላዕልን  

 

5. Job Rank /ዯረጃ ስራሕ : Lower level/ተራ ሰራሕተኛ Unit head/ናይ  ዩኒት  ሓላፊ

  Department head/ናይ ክፍሊ ሓላፊ Operational manager/ኣካያዱ ስራሕ 

General manager/ጠቕላላ ኣካያዱ ስራሕ 
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B. Communication patterns  

6. Using the following Likert scale, tick (√ ) what you think is the most appropriate 

answer SA=Strongly Agree,  A=Agree,   N=Neutral,   D=Disagree,   SD=Strongly 

Disagree 

በዞም ዝስዕቡ መምዘኒ ተጠቒምካ እቲ ትኽክል እዩ ትብሎ መልሲ ምልክት (√ ) ብምግባር መልሲ ሃብ፣

 SA=ኣዝየ ይሰማማዕ,  A=ይሰማማዕ,   N=ማእኸላይ,   D=ኣይሰማማዕን,   SD=ኣዝየ ኣይሰማማዕን,   

 On ommunication patterns SA A N D SD 

1 

I communicate formally and informally within the 

organization. 

ኣብ ትካልና ብወግዓውን ብዘይወግዓውን ኣገባብ ዝርርብ የካይድ። 

     

2 

Communicating formally and informally with colleagues in 

workplace is important to execute tasks. 

ኣብ ስራሕ ምስ መሳርሕትኻ ብወግዓውን ብዘይወግዓውን ኣገባብ ዝርርብ 
ምክያድ ንዝተዋበካ ስራሕ ንኽትዓማም ኣገዲሲ እዩ። 

     

3 
I receive information in a formal way to do my job. 

ዝተዋህበኒ ስራሕ ንኽዓምም ሓበሬታ ብወግዓዊ መንገዱ ይቕበል። 

     

4 

Formal communication enables me to exchange important, 

accurate, and clear information.. 

ወግዓዊ ዝርርብ  ነቲ ኣገዲሲን ቕኑዕን ንጹርን ሓበሬታ ንኽለዋወጥ 
የኽእለኒ። 

     

5 
I receive and send timely information through formal way. 

ብመንገዱ ወግዓዊ ዝርርብ ኣቢለ እዋናዊ ሓበሬታ ይቕበልን ይህብን። 

     

6 
Formal communication enables me to do my job on time. 

ወግዓዊ ዝርርብ  ስረሐይ ኣብ ግዚኡ ንክሰርሕ የኽእለኒ። 

     

7 

Formal exchange of information enables me to produce the 

required quantity. 

ወግዓዊ ብዝኾነ ምልውዋጥ ሓበሬታ ነቲ ዝድለ ብዝሒ ፍርያት ንኸፍሪ 
የኽእለኒ። 

     

8 

Formal exchange of information enables me to produce 

quality products. 

ወግዓዊ ብዝኾነ ምልውዋጥ ሓበሬታ ነቲ ዝድለ ዓይነታዊ ፍርያት ንኸፍሪ 
የኽእለኒ። 
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 On communication patterns SA A N D SD 

9 
I have experienced ineffective formal communication. 

ኣድማዒ ዘይኮነ ወግዓዊ ዝርርብ ኣጋጢምኒ ይፈልጥ። 

     

10 

Ineffective formal communication affects me in executing 

task on time. 

ኣድማዒ ዘይኮነ ወግዓዊ ዝርርብ  ስረሐይ ኣብ እዋኑ ንከይዓሞ ይጸልወኒ። 

     

11 

Ineffective formal communication affects me negatively in 

producing the required quantity of products. 

ኣድማዒ ዘይኮነ ወግዓዊ ዝርርብ ነቲ ዝድለ ብዝሒ ፍርያት ንኸየፍሪ 
ይጸልወኒ። 

     

12 

Ineffective formal communication affects me negatively in 

producing the desired level of quality products. 

ኣድማዒ ዘይኮነ ወግዓዊ ዝርርብ ነቲ ዓይነታዊ ዝኾነ ፍርያት ንኸየፍሪ 
ይጸልወኒ። 

     

13 

The level of formal communication within the organization 

is effective. 

ኣብዚ ትካል ወግዓዊ ዝርርብ ኣብ ኣድማዒ ዝኾነ ዯረጃ ይርከብ። 

     

14 

I communicate informally to get important information to 

my job so easily. 

ኣነ ብዘይወግዓዊ ዝኾነ ዝርርብ ኣቢለ ነቲ ንስረሐይ ኣገዲሲ ዝኾነ ሓበሬታ 
ብቐሊሉ ይረኽቦ። 

     

15 

Communicating informally enables me to exchange 

accurate, clear, and timely information. 

ዘይወግዓዊ ዝርርብ ነቲ ቕኑዕን ንጹርን እዋናውን ዝኾነ ሓበሬታ ንኽለዋወጥ 
የኽእለኒ። 

     

16 
I have found informal communication within the 

organization fast and reliable. 

ኣብዚ ትካል ዘይወግዓዊ ዝርርብ ቁልጥፉን ውሕሱን ኮይኑ ረኪበዮ። 

     

17 

Communicating informally helps me to generate new ideas 

related to my job. 

ዘይወግዓዊ ዝርርብ ምስ ስርሐይ ዝተኣሳሰሩ ሓዯሽቲ ሓሳባታት ንኸመንጩ 
ይሕግዝኒ። 

     

18 
Communicating informally enables me to do my job on 

time. 

ዘይወግዓዊ ዝርርብ ስረሐይ ኦብ ጊዚኡ ንኽሰርሕ የኽእለኒ። 
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19 

Informal exchange of information enables me to produce 

the required quantity. 

ዘይወግዓዊ ብዝኾነ ምልውዋጥ ሓበሬታ ነቲ ዝድለ ብዝሒ ፍርያት ንኸፍሪ 
የኽእለኒ። 

     

20 

Informal exchange of information enables me to produce 

quality products. 

ዘይወግዓዊ ብዝኾነ ምልውዋጥ ሓበሬታ ነቲ ዝድለ ዓይነታዊ ፍርያት 
ንኸፍሪ የኽእለኒ። 

     

21 
The level of informal communication within the 

organization is effective. 

ኣብዚ ትካል ዘይወግዓዊ ዝርርብ ኣብ ኣድማዒ ዝኾነ ዯረጃ ይርከብ። 

     

22 

Ineffective informal communication within your 

organization obstructs the exchange of needed information. 

ኣድማዒ ዘይኮነ ዘይወግዓዊ ዝርርብ  ነቲ ዘድሊ ሓበሬታ ንኸይትለዋወጥ 
ይዕንቕፈካ። 

 

     

23 

Ineffective informal communication affects me negatively 

in producing the required quantity of products. 

ኣድማዒ ዘይኮነ ዘይወግዓዊ  ዝርርብ ነቲ ዝድለ ብዝሒ ፍርያት ንኸየፍሪ 
ይጸልወኒ። 

     

24 

Ineffective informal communication affects me negatively 

in producing the desired level of quality products. 

ኣድማዒ ዘይኮነ ዘይወግዓዊ  ዝርርብ ነቲ ዝድለ ዓይነታዊ ፍርያት ንኸየፍሪ 
ይጸልወኒ። 

     

7. Which pattern of communication in your organization is more effective to you in 

order to exchange information or message and ideas that you need to produce the 

required quantity and quality of products? 

 
መታን እቲ ዝድለ ሓበሬታን መልእኽትን ሓሳባትን ተለዋዊጥካ ነቲ ዝተዯለየ ብዝሕን ዓይነትን ፍርያት 

ንኸተፍሪ ኣብ ትካልኩም ኣየናይ ናይ ዝርርብ መንገዱ እዩ ንዓኻ ኣዝዩ ኣድማዒ ዝኾነ ። 

  Formal/ወግዓዊ ዝርርብ   Informal/ዘይወግዓዊ ዝርርብ   Both/ክልቲኦም 
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C. Communication structure 

8. Using the following Likert scale, tick (√ ) what you think is the most appropriate 

answer SA=Strongly Agree,  A=Agree,   N=Neutral,   D=Disagree,   SD=Strongly 

Disagree 

በዞም ዝስዕቡ መምዘኒ ተጠቒምካ እቲ ትኽክል እዩ ትብሎ መልሲ ምልክት (√ ) ብምግባር መልሲ ሃብ፣

 SA=ኣዝየ ይሰማማዕ,  A=ይሰማማዕ,   N=ማእኸላይ,   D=ኣይሰማማዕን,   SD=ኣዝየ ኣይሰማማዕን,   

 On communication structure SA A N D SD 

1 

The communication structure of the organization is clear 

and well structured. 

ናይ’ዚ ትካል ናይ ዝርርብ ቅርጺ ንጽሩን ግቡእ ቅርጺ ኣለዎ። 

     

2 

The organization encourages two-way communication 

between upper and lower level employees. 

እዚ ትካል ዝርርብ ሰራሕተኛታት ካብ ላዕሊ ንታሕቲ ከምእውን ካብ ታህቲ 
ንላዕሊ ክህሉ የተባብዕ። 

     

3 

I communicate with employees through the existing 

communication structure.   

ኣነ በቲ ዘሎ ናይ ዝርርብ ቅርጺ ተመኩሰ ምስ ሰራሕተኛታት ዝርርብ 
የካይድ። 

     

4 

I exchange information with upper levels in the 

organization 

ኣነ ምስ ላዕለዎት ሰራሕተኛታት ናይ’ዚ ትካል ሓበሬታ ይለዋወጥ። 

     

5 

I receive important information to do my job from upper 

levels 

ኣነ ስረሐይ ንክዓምም ኣገዲሲ ዝኾነ ሓበሬታ ካብ ላዕለዎት ሰራሕተኛታት 
ይቕበል። 

     

6 

I receive timely information to do my job from upper level 

employees. 

ኣነ ስረሐይ ንክዓምም እዋናዊ ሓበሬታ ካብ ላዕለዎት ሰራሕተኛታት 
ይቕበል። 

     

7 

The level of downward communication in the organization 

is effective. 

ኣብዚ ትካል ካብ ላዕሊ ንታሕቲ ዝግበር ዝርርብ ኣብ ኣድማዒ ዝኾነ ዯረጃ 
ይርከብ። 

     

8 

Downward communication enables me to produce quality 

products. 

 ካብ ላዕሊ ንታሕቲ ዝግበር ዝርርብ ዓይነታዊ ዝኾነ ፍሪያት ንኸፍሪ 
የኽእለኒ። 
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9 

Downward communication enables me to produce the 

required quantity of products. 

ካብ ላዕሊ ንታሕቲ ዝግበር ዝርርብ ነቲ ዝድለ ብዝሒ ፍሪያት ንኸፍሪ 
የኽእለኒ። 

     

10 

I often experience ineffective downward communication. 

ብተዯጋጋሚ ውጺኢታዊ ዘይኮነ ካብ ላዕሊ ንታሕቲ ዝግበር ዝርርብ 
የጋጥመኒ። 

     

11 

I often can’t do my job because of delay in getting 

information from upper level employees. 

ብተዯጋጋሚ ካብ ላዕለዎት ሰራሕተኛታት ሓበሬታ ስለዝድንጉየኒ ስረሐይ 

ክሰርሕ ኣይክእልን። 

     

12 

Ineffective downward communication affects me in 

producing the required quality of products.  

ውጺኢታዊ ዘይኮነ ካብ ላዕሊ ንታሕቲ ዝግበር ዝርርብ ነቲ ዝድለ ዓይነታዊ 

ፍርያት ንኸየፍሪ ይጸልወኒ። 

     

13 

Ineffective downward communication affects me in 

producing the required quantity of products.  

ውጺኢታዊ ዘይኮነ ካብ ላዕሊ ንታሕቲ ዝግበር ዝርርብ ነቲ ዝድለ ብዝሒ 

ፍርያት ንኸየፍሪ ይጸልወኒ። 

     

14 
I send information regularly to upper level employee. 

ብቐጻሊ ሓበሬታ ናብ ላዕለዎት ሰራሕተኛታት ይሰድድ። 

     

15 
The information I send to upper level is always welcomed.   

ናብ ላዕለዎት ሰራሕተኛታት ብቐጻሊ ዝሰዶ ሓበሬታ ተቐባልነት ኣለዎ። 

     

16 

I send information to upper level employees not only 

reports but also new ideas and suggestions  

ናብ ላዕለዎት ሰራሕተኛታት ዝሰዶ ሓበሬታ ጽብጻብ ጥራይ ዘይኮነስ ሓዯሽቲ 

ሓሳብትን ሪኢቶታትን ዝሓዘለ አዩ። 

     

17 

I receive good responses to the information I sent to upper 

level employees. 

ናብ ላዕለዎት ሰራሕተኛታት ዝሰዶ ሓበሬታ ኣወንታዊ ዝኾነ ግብረመልሲ 
ይረክብ። 

     

18 

The level of upward communication in the organization is 

effective. 

ኣብዚ ትካል ካብ ታሕቲ ንላዕሊ ዝግበር ዝርርብ ኣብ ኣድማዒ ዝኾነ ዯረጃ 
ይርከብ። 
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19 

Communicating in upward direction with upper level 

employees enables me to produce quality products. 

ካብ ታሕቲ ንላዕሊ ዝግበር ዝርርብ ዓይነታዊ ዝኾነ ፍሪያት ንኸፍሪ 
የኽእለኒ። 

     

20 

Communicating in upward direction with upper level 

employees enables me to produce the required quantity. 

ካብ ታሕቲ ንላዕሊ ዝግበር ዝርርብ ንቲ ዝድለ ብዝሒ ፍሪያት ንኸፍሪ 
የኽእለኒ። 

     

21 

I often experience ineffective upward communication 

because of lack of willingness to receive information from 

lower level employees. 

ብሰንኪ ካብ ታሕተዎት ሰራሕተኛታት ሓበሬታ ናይ ዘይምቕባል ድልየት 

ዝተበገሰ ኣድማዒ ዘይኮነ ካብ ታሕቲ ንላዕሊ ዝርርብ የጋጥመኒ። 

     

22 

I often can’t produce the required quantity and quality of 

products because of ineffective upward communication. 

ብሰንኪ ኣድማዒ ዘይኮነ ካብ ታሕቲ ንላዕሊ ዝግበር ዝርርብ ብቕጻሊ 

ከፍርዮ ዝግባኣኒ ብዝሕን ዓይነትን ፍርያት ከፍሪ ኣይክእልን። 

     

23 

The organization supports direct exchange of information 

with employees in other departments. 

ኣዚ ትካል ቀጥታዊ ዝኾነ ናይ ሓበሬታ ምልውዋጥ ምስ ናይ ካልእ 
ክፍልታት ሰራሕተኛታት ይድግፍ። 

     

24 

I exchange information with employees in other 

departments. 

ኣነ ምስ ናይ ካልእ ክፍልታት ሰራሕተኛታት ሓበሬታ ይለዋወጥ። 

     

25 

I receive important, accurate and clear information from 

employees in other departments. 

ኣነ ኣገዲስን ቁኑዕን ንጹርን ሓበሬታ ካብ ሰራሕተኛታት ናይ ካልእ ክፍልታት 
ይቕበል። 

     

26 

I exchange freely and timely information with other 

departments. 

ኣነ ምስ ናይ ካልእ ክፍልታት ሰራሕተኛታት ነጻ ኮነ እዋናዊ ሓበሬታ 
ይለዋወጥ። 

     

27 

The level of horizontal communication within the 

organization is effective. 

ኣብዚ ትካል ጎናዊ ዝርርብ ኣብ ውጺኢታዊ ዝኾነ ዯረጃ ይርከብ። 
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28 

Communicating with employees in other departments 

enables me to execute tasks.  

ምስ ናይ ካልእ ክፍልታት ሰራሕተኛታት ዝገብሮ ዝርርብ ስረሐይ ንኽዓምም 
የኽእለኒ። 

     

29 

Communicating with employees in other departments 

enables me to produce quality products. 

ምስ ናይ ካልእ ክፍልታት ሰራሕተኛታት ዝገብሮ ዝርርብ ዓይነታዊ ፍርያት 

ንኸፍሪ  የኽእለኒ። 

     

30 

Communicating with employees in other departments 

enables me to produce the required quantity of products. 

ምስ ናይ ካልእ ክፍልታት ሰራሕተኛታት ዝገብሮ ዝርርብ ነቲ ዝድለ ብዝሒ 

ፍርያት ንኸፍሪ  የኽእለኒ። 

     

31 

I communicate diagonally with employees that do not have 

a direct structural link with our department.  

ኣነ ምስ ክፍልና ቀጥታዊ ዝኾነ ምትእስሳር ዘይብሎም ሰራሕተኛታት ናይ 

ካልእ ክፍልታት ዝርርብ የካይድ። 

     

32 

Diagonal communication is effective in our organization. 

ኣብ’ዚ ትካል ምስ ክፍልኻ ቀጥታዊ ዝኾነ ምትእስሳር ዘይብሎም 
ሰራሕተኛታት ናይ ካልእ ክፍልታት ዝርርብ ኣብ ውጺኢታዊ ዝኾነ ዯረጃ 
ይርከብ። 

     

33 

Diagonal communication has a role in executing the given 

tasks. 

ምስ ክፍልኻ ቀጥታዊ ዝኾነ ምትእስሳር ዘይብሎም ሰራሕተኛታት ናይ ካልእ 
ክፍልታት  ዝርርብ ምክያድ ኣብ ዝተዋህበካ ስራሕ ኣብ ምዕማም ተራ 
ኣለዎ። 

     

34 

Communicating diagonally enables me to produce the 

required quantity of products. 

ምስ ክፍልኻ ቀጥታዊ ዝኾነ ምትእስሳር ዘይብሎም ሰራሕተኛታት ናይ ካልእ 
ክፍልታት  ዝርርብ ምክያድ ዓይነታዊ ዝኾነ ፍሪያት ንኸፍሪ የኽእለኒ። 

     

35 

Communicating diagonally enables me to produce quality 

products. 

ምስ ክፍልኻ ቀጥታዊ ዝኾነ ምትእስሳር ዘይብሎም ሰራሕተኛታት ናይ ካልእ 
ክፍልታት  ዝርርብ ምክያድ ነቲ ዝድለ ብዝሒ ፍሪያት ንኸፍሪ የኽእለኒ። 
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9. Which communication structure do you use regularly to exchange information or 

message and ideas related to your tasks in order to produce the required quantity and 

quality of products?  

መታን እቲ ዝድለ ሓበሬታን መልእኽትን ሓሳባትን ተለዋዊጥካ ነቲ ዝተዯለየ ብዝሕን ዓይነትን ፍርያት 

ንኸተፍሪ ኣብ ትካልኩም ኣየናይ ናይ ዝርርብ መንገዱ እዩ ንዓኻ ኣዝዩ ኣድማዒ ዝኾነ ። 

Downward/ካብ ላዕሊ ንታሕቲ   Upward/ካብ ታሕቲ ንላዕሊ   

Horizontal/ጎናዊ    Diagonal/ስያፍ   All/ኩሎም 

D. Communication medium 

10. As an employee, which medium of communication do you use to communicate with 

employees in the organization? Using the following Likert scale, tick (√ ) what you 

think is the most appropriate answer:  

A=Always VO=Very often S=Sometimes   R=Rarely NU=Never used 

ከም ሰራሕተኛ መጠን ኣብ ትካልኩም ምስ መሳርሕትኻ ዝርርብ ንኽትገብር ኣየናይ ናይ ዝርርብ መርበብ 

ትጥቀ። በዞም ዝስዕቡ መምዘኒ ተጠቒምካ እቲ ትኽክል እዩ ትብሎ መልሲ ምልክት (√ ) ብምግባር መልሲ 

ሃብ፣ 

A=ኹሉጊዜ VO=ብተዯጋጋሚ S=ሓዯ ሓዯ ጊዜ R=ሳሕቲ       NU=ተጠቒመሉ 

ኣይፈልጥን 

 Communication Medium A VO S R NU 

1 Oral communication media (face-to-face, phone, and 

meetings) 

ብቓል (ብኣካል፣ ብቴሌፎን፣ ብኣኼባ) 

     

2 Written/print media (memo/letter, publications, and  

bulletin) 

ብጽሑፍ (ብዯብዲቤ፣ ብሕትመት፣ ብመጺሄት) 

     

3 Electronic media (email, intranet, and social media) 

በኤለክትሮኒካዊ መንገዱ (ኢሜይል፣ ኢንተርነት፣ ማሕበራዊ 
መራከቢታት) 
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11. Indicate the level of effectiveness of the communication medium in terms of 

delivering accurate, complete, clear, relevant, and timely information. Using the 

following Likert scale, tick (√ ) what you think is the most appropriate answer.  

VE=Very effective E=Effective N=Neutral I=Ineffective VI=Very 

ineffective  

Remark: if your response in question 10(3) above is NU, skip no.3 below. 

ኣብ ምምብጽጻሕ ቁኑዕ፣ ሙሉእ፣ ንጹርን እዋናውን ሓበሬታ ምርኩስ ብምግባር ዯረጃ ብቕዓት ናይ ዝርርብ 

መርበብ ኣመልክት። በዞም ዝስዕቡ መምዘኒ ተጠቒምካ እቲ ትኽክል እዩ ትብሎ መልሲ ምልከት (√ ) 

ብምግባር መልሲ ሃብ፣  

VE=ኣዝዩ ኣድማዒ E=ኣድማዒ N=ማእኸላይ I=ዘይኣድማዒ VI=ኣዝዩ 

ዘይኣድማዒ  

ሓበሬታ:- እንድሕን ናይ ቁ.10(3) ሕቶ መልስኻ NU ኮይኑ ን’ሕቶ ቁ.3 ስገራ። 

 
Level of effectiveness of the communication 

medium  
VE E N I VI 

1 

Oral communication media (face-to-face, phone, 

and meetings) 

ብቓል (ባካል፣ ብቴሌፎን፣ ብኣኼባ) 

     

2 

Written/print media (memo/letter, publications, 

and  bulletin) 

ብጽሑፍ (ብዯብዲቤ፣ ብሕትመት፣ ብመጺሄት) 

     

3 

Electronic media (email, intranet, and social 

media) 

በኤለክትሮኒካዊ መራኸቢ (ኢሜይል፣ ኢንተርነት፣ ማሕበራዊ 
መራከቢታት) 
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12. Using the following Likert scale, tick (√ ) what you think is the most appropriate 

answer: 

SA=Strongly Agree   A=Agree   N=Neutral D=Disagree SD=Strongly Disagree 

በዞም ዝስዕቡ መምዘኒ ተጠቒምካ እቲ ትኽክል እዩ ትብሎ መልሲ ምልክት (√ ) ብምግባር መልሲ ሃብ፣  

SA=ኣዝየ ይሰማማዕ,  A=ይሰማማዕ,   N=ማእኸላይ,   D=ኣይሰማማዕን,   SD=ኣዝየ ኣይሰማማዕን,   

 On communication medium SA A N D SD 

1 

The communication medium that I use for communicating 

with employees enables me to exchange information. 

ኣነ ዝጥቀመሉ ናይ ዝርርብ መርበብ ምስ መሳርሕተይ ሓበሬታ ክለዋወጥ 
የኽእለኒ። 

     

2 

I select and use a communication medium in relation to its 

capacity to deliver information. 

ኣነ ናይ ዝርርብ መርበብ ዝመርጾን ዝጥቀመሉን ኣብቲ ናይ’ቲ መርበብ 

ብቕዓት ሓብሬታ ናይ ምብጻሕ እየ ዝምርኮስ። 

     

3 

The communication medium that I use enables me to 

exchange accurate and clear information. 

ኣነ ዝጥቀመሉ ናይ ዝርርብ መርበብ ቁኑዕን ንጽሩን ሓበሬታ ከለዋወጥ 
የኽእለኒ። 

     

4 

The communication medium that I use enables me to 

exchange timely information 

ኣነ ዝጥቀመሉ ናይ ዝርርብ መርበብ እዋናዊ ሓበሬታ ከለዋወጥ የኽእለኒ። 

     

5 

Oral communication enables to get immediate and clear 

information 

ብቓል ዝግበር ዝርርብ ቁልጥፉን ንጽሩን ሓበሬታ ንምርካብ የኽእለኒ። 

     

6 

The communication through written directives and reports 

are clear and concise to me 

ብመንገዱ ጽሑፍን ጸብጻብን ዝግበር ዝርርብ ንዓይ ንጽሩን ነጥቢ ዝሃርምን 
እዩ። 

     

7 

The formal flow of written information through the 

communication structure never delays. 

ኣብ’ቲ ናይ’ቲ ትካል ናይ ዝርርብ ቅርጺ ተመርኩሱ ዝግበር ወግዓዊ ናይ 

ጽሑፍ ዝርርብ ብተዯጋጋሚ ኣይድንጉይን። 

     

8 

I regularly share and exchange information through 

electronic media to do the job.  

ኣነ ስረሐይ ክሰርሕ ብቐጻሊ አሌክትሮኒካዊ መራኸቢ ተጠቂመ ሓበሬታ 
ይለዋወጥ። 

     



202 

 

 On communication medium SA A N D SD 

9 

Information exchange through electronic media is accurate, 

clear, and timely. (Remark: if your response in question 8 

above is D or SD, skip this question) 

ብመንገዱ አሌክትሮኒካዊ መራኸቢ ኣቢሉ ዝግበር ዝርርብ ቅንዑን ንጹርን 

እዋናውን እዩ። ሓበሬታ:- እንድሕር ናይ ቁ.8 ሕቶ መልስኻ D ወይ SD 

ኮይኑ ነዛ ሕቶ እዚኣ ስገራ። 

     

10 

Proper communication media delivers accurate, clear and 

timely information to an employee in need of it.  

ትኽክል ዝኾነ ናይ ዝርርብ መራኸቢ ነቲ ሓዯ ሰራሕተኛ ዘድልዮ ቅንዑን 
ንጹርን እዋናውን ዝኾነ ሓበሬታ የብጽሕ። 

     

11 

The use of appropriate communication medium enables me 

to produce the required quantity of products.  

ትኽክል ዝኾነ ናይ ዝርርብ መራኸቢ ብምጥቃም ዝተድለየ ብዝሒ ፍሪያት 
ከፍሪ የኽእለኒ። 

     

12 

The use of proper communication medium enables me to 

produce the required quality of products.  

ትኽክል ዝኾነ ናይ ዝርርብ መራኸቢ ብምጥቃም ነቲ ዝተድለየ ዓይነታዊ 
ፍሪያት ከፍሪ የኽእለኒ። 

     

13. Which communication media is preferable to you for communicating within the 

organization considering the level of effectiveness of the media? 

ኣድማዕነት ናይቲ መርበብ ኣብ ግምት ብምእታው ኣየናይ ናይ ዝርርብ መራኸቢ እዩ ንዓኻ ኣብ’ዚ ትካል 

ዝርርብ ንኸተካይድ ተመራጺ ዝኾነ? 

 Oral/ብቓል   written /ብጽሑፍ    

 Electronic media/ብአሌክትሮኒካዊ መራኸቢ  
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E. Communication climate 

14. Using the following Likert scale, tick (√ ) what you think is the most appropriate 

answer: 

SA=Strongly Agree  A=Agree  N=Neutral  D=Disagree  SD=Strongly Disagree 

በዞም ዝስዕቡ መምዘኒ ተጠቒምካ እቲ ትኽክል እዩ ትብሎ መልሲ ምልክት (√ ) ብምግባር መልሲ ሃብ፣

 SA=ኣዝየ ይሰማማዕ,  A=ይሰማማዕ,   N=ማእኸላይ,   D=ኣይሰማማዕን,   SD=ኣዝየ ኣይሰማማዕን,   

 On communication climate SA A N D SD 

1 

I communicate with employees considering the existing 

communication climate of the organization. 

ኣነ ምስ ሰራሕተኛታት ዝርርብ ዘካይድ ነቲ ኣብዚ ትካል ዘሎ ናይ ዝርርብ 
ሃዋሁ ኣብ ግምት ብምእታው እየ። 

     

2 

The organization encourages open communication between 

employees. 

እዚ ትካል ግሉጽ ዝኾነ ዝርርብ ኣብ ሞንጎ ዘራሕተኛታት ክህሉ የተባብዕ። 

     

3 

Employees share information and new ideas freely 

throughout the organization. 

 ኣብዚ ትካል ሰራሕተኛታት ነጻ ኾይኖም ሓበሬታን ሓዯሽቲ ሓሳባትን 
ይለዋወጡ። 

     

4 

Employees communicate with an open minded and 

trustworthy 

ሰራሕተኛታት ብኽፉት ኣእምሮንን ምትእምማንን ዝርርብ የካይደ። 

     

5 
Employees are always willing to communicate. 

ኩሉ ግዜ ሰራሕተኛታት ድልየት ናይ ዝርርብ ኣለዎም። 

     

6 
Employees communicate with honesty  

ሰራሕተኛታት ብቕንዕና ዝርርብ የካይደ። 

     

7 

I am free to express opinions and offer suggestion about 

work related issues to upper levels employees. 

ኣነ ነጻ ኾይነ ምስ ስረሐይ ዝተኣሳሰሩ ሪኢቶታትን ምኽርታትን ንላዕለዎት 
ዯረጃ ሰራሕተኛታት ንይገልጸሎም። 

     

8 
I trust the information I receive from co-workers 

ኣነ ኣብ ልዕሊ ካብ መሳርሕተይ ዝቕበሎ ሓበሬታ እምነት ኣሎኒ። 

     

9 

Co-workers and upper level employees do listen to my new 

ideas 

መሳርሕተይን ላዕለዎት ዯረጃ ሰራሕተኛታትን ነቲ ዘቕርበሎም ሓዯሽቲ 
ሓሳባት ብግቡእ ይሰምዑኒ። 

     

10 
I work in a healthy communication environment 

ኣነ ኣብ ጥዕና ዘለዎ ናይ ዝርርብ ሃዋሁ ይሰርሕ። 
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 On communication climate SA A N D SD 

11 

The open and healthy communication climate enables me to 

exchange accurate, complete, clear, relevant and timely 

information. 

ግሉጽን ጥዕና ዘለዎ ናይ ዝርርብ ሃዋሁን ቁኑዕ፣ ሙሉእ፣ ንጹርን እዋናውን 
ሓበሬታ ንኽለዋወጥ ኣኽኢሉኒ። 

     

12 

The open and healthy communication climate thus enables 

me to better work performance. 

ግሉጽን ጥዕና ዘለዎ ናይ ዝርርብ ሃዋሁን  ዝተማሓየሸ ስራሕ ንኽሰርሕ 
ኣኽኢሉኒ። 

     

13 

I often experience defensive barriers that limits 

communication 

ብተዯጋጋሚ ንዝርርብ ዝድርቱ ማሕንቖታት የጋጥሙኒ።  

     

14 

I often experience from not getting the required information 

that I need to execute the task. 

ብተዯጋጋሚ ንስረሐይ ክሰርሕ ዘድልዩኒ ሓበሬታታ ዘይምርካብ የጋጥመኒ። 

     

15 

I often experience low performance as a result of defensive 

barriers to communication. 

ብተዯጋጋሚ ብሰንኪ ዕንቅፋታት ናይ ዝርርብ ትሑት ዝኾነ ናይ ስራሕ 
ብቕዓት የሪኢ። 

     

16 

Communication climate has an effect to my work 

performance in terms of producing the required quantity of 

products. 

ናይ ዝርርብ ሃዋሁ ነቲ ዝድለ ብዝሒ ፍሪያት ንኸፍሪ ኣብ ናይ ስረሐይ 
ብቕዓት ጽልዋ ኣለዎ። 

     

17 

Communication climate has an effect to my work 

performance in terms of producing quality of products. 

ናይ ዝርርብ ሃዋሁ ነቲ ዝድለ ዓይነታዊ ፍሪያት ንኸፍሪ ኣብ ናይ ስረሐይ 
ብቕዓት ጽልዋ ኣለዎ። 
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F. Employee performance 

15. Using the following Likert scale, tick (√ ) what you think is the most appropriate 

answer: 

SA=Strongly Agree  A=Agree  N=Neutral  D=Disagree  SD=Strongly Disagree 

በዞም ዝስዕቡ መምዘኒ ተጠቒምካ እቲ ትኽክል እዩ ትብሎ መልሲ ምልክት (√ ) ብምግባር መልሲ ሃብ፣

 SA=ኣዝየ ይሰማማዕ,  A=ይሰማማዕ,   N=ማእኸላይ,   D=ኣይሰማማዕን,   SD=ኣዝየ ኣይሰማማዕን,   

 Employee performance SA A N D SD 

1 
The working conditions in the organization are good. 

ኣብዚ ትካል ኩነታት ናይ ስራሕ ጽቡቕ እዩ። 

     

2 
The organization provides the necessary resources. 

ኣዚ ትካል ኣይድላዪ ዝኾኑ ንጥረ-ነጋርት የቕርብ። 

     

3 

I understand my responsibility with clear-cut tasks to be 

accomplished. 

ኣነ ነቲ ብንጹር ክዓሞ ዝግባኣኒ ዕማም ብግቡእ ይርዲኣኒ። 

     

4 
I have willingness of performing high  

ኣነ ዝለዓለ ዕማም ናይ ምዕማም ድልየት ኣሎኒ። 

     

5 

My work performance relates to work efficiency and 

effectiveness 

ናይ ስራሕ ብቕዓተይ ምስ ናይ ስራሕ ውጺኢታውነን ኣድማዕነትን 
ይዛመድ። 

     

6 

My work performance is assessed in terms of quantity and 

quality of products.  

ናይ ስራሕ ብቕዓተይ በቲ ዘፍሪዮ ብዝሕን ዓይነታውነት ይግምገም። 

     

7 
I accomplish tasks in time.  

ስረሐይ ኣብ ግዚኡ ይዓሞ። 

     

8 

I consider the performance standards established for each 

task during the execution of tasks 

ኣነ ነቲ ናይ ነፍሲወከፍ መምዘኒ ብቖዓት ኣብ ግዜ ዕማም ናይ’ቲ ስራሕ ኣብ 
ግምት የእትዎ። 

     

9 
I communicate with others on areas of work improvement. 

ኣነ ነቲ ምምሕያሽ ዘድልዮ ናይ ስራሕ ኩነታት ምስ ካልኦት ይዘራረብ። 

     

10 

I communicate with supervisors and coworkers as 

necessary. 

ኣነ ምስ ሓለፍተይን መሳርሕተይ ከም ኣድላይነቱ ዝርርብ የካይድ። 
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 Employee performance SA A N D SD 

11 

I collaborate with other department employees as 

necessary. 

ኣነ ምስ ናይ ካልእ ክፍልታት ሰራሕተኛታት ይተሓጋገዝ። 

     

12 

I am easily accessible to discuss issues pertinent to task 

accomplishments. 

ስራሕ ንኽዕመም ንዘድልዩ ኣገዯስቲ ጉዲያት ንምዝርራብ ኣነ ብቐሊሉ 
ተረካባይ እየ። 

     

13 
I apply the feedback given to improve my performance. 

ብቕዓት ናይ ስረሐይ ንምምሕያሽ ንዝተዋህበኒ ግብረመልሲ የተግብር። 

     

14 
I identify problems that affect my performance. 

ኣነ ንብቕዓት ናይ ስረሐይ ዝጸልዉኒ ጸገማት የለልዮም። 

     

15 

I solve problems that affect my performance in time 

whenever possible. 

ኣነ ንብቕዓት ናይ ስረሐይ ዝጸልዉኒ ጸገማት ብዝተኻእለ መጠን ኣብ 
ግዚኦም ይፈትሖም። 
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Appendix II: Interview Guide 

Interview Questions for selected Employees of the Selected Large Manufacturing 

Businesses in Eritrea 

1. Would you explain the importance of communication in your organization? 

2. How do you perceive the communication patterns both formal and informal in your 

organization? 

3. Do you think that your organization encourages informal communication? Why?  

4. How do you describe both formal and informal communication in relation to your 

performance in terms of efficiency (quantity) and effectiveness (quality)? 

5. In your opinion, do you think that your organization encourages two-way 

communication between the management and lower level employees? How do you 

find it relation to your performance? 

6. Explain the levels of communication structure (downward, upward, horizontal, and 

diagonal communication) in relation to effectiveness in exchanging information. 

7. How much does the communication structures in your organization support to your 

performance in terms of efficiency and effectiveness?  

8. Describe the communication medium that you use for communicating with 

colleagues in your organization. 

9. Explain how you select a communication medium for communicating with 

employees in your organization. 

10. Explain how much the communication medium play a role to your performance in 

terms of efficiency and effectiveness.    

11. Describe how you perceive the communication climate in your organization in 

relation to a free, open, trustworthy, willingness to communicate, and willingness to 

listen in information exchange. 

12. Have you ever experienced any communication barrier in your organization? 

Explain the nature of the barrier.  

13. Explain how such communication barriers or closed communication affects your 

performance in terms of efficiency and effectiveness. 

14. How is the collaboration between employees in different departments in relation to 

job accomplishments? 

15. How do you see the notion that an employee is an asset to the organization? What is 

your experience in relation to this? 
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Appendix III: List of Large Manufacturing Businesses in Eritrea 
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Appendix IV: Approval of Research Proposal 
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Appendix V: Research Authorization (Supporting Ltter) 
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Appendix VI: Interview Themes 

Summary and Narration of the Interviews According to the Themes 

1. Importance of communication (formal and informal communication) 

Employees of the manufacturing businesses confirmed that communication is important 

in the manufacturing work places. They explained that the work processes are based on 

chains and needs to communicate to do the jobs. No one can work alone as the work 

processes involve interrelated activities and a number of employees to carry out those 

activities. The work demands communication and you cannot work without it. In such 

activities, communication is becoming the means for understanding among employees 

related to the work activities. Communication in a work environment helps to fill the 

gaps, to have understanding, and solve problems so that job can be done properly. In 

addition, for any work, it is important to coordinate those activities, which requires 

communication. By communicating ideas with your colleagues and by combining those 

ideas, job processes and quality of products can be improved. Even work plans need to 

be communicated in terms of doing this today and this next so that everyone would be 

ready to do the job according to the plan. In addition, for instance, job orders and 

directions given to lower level employees from upper levels following the management 

processes. Similarly, reports and suggestions send to upper managements. Thus, 

employees communicate with upper levels to receive tasks and job directions and then 

communicate among employees for the execution of the tasks accordingly. You cannot 

know who is working and what is working without any communication. Your work is 

achieved only through communication. Communication is a must in workplaces.  

2. Perceive the communication patterns (formal and informal) 

Interviewed employees confirmed that both communication patterns are used and 

accepted. They argued that formal communication is important since it is clear and 

official. It is usually applied in written as well as in a formal meeting. Formal 

communication is used for serious issues that requires documentation and to make things 
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clear. For instance, job assignments flow in a formal way following the management 

structure. Thus, usually they receive job assignments in a formal way and then 

communicate among them in an informal way and accelerate the accomplishments of the 

job. They use both but formal is used more in order to avoid any misunderstanding. 

Formal communication is more important for production. However, informal is 

frequently used since the nature of the work demands it. It is applied at the execution 

levels in which employees would be forced to communicate informally in order to avoid 

misunderstanding. Therefore, both communication patterns are integral, useful, and 

integrated together to achieve productivity in the manufacturing businesses.  

3. Encouraging informal communication 

In the manufacturing businesses, the work processes are based on chains. In this case, 

informal communication is a mandatory and it is their daily tool for the execution of 

tasks since it involves immediate feedback. It speeds up the exchange of information and 

accelerates the work processes. Thus, they cannot communicate every minute in a 

formal way. This is only possible in an informal way. It is the main tool and they feel 

free and open when they communicate informally. They communicate in terms of giving 

me this one, bring the other one latter, this is well done, and please adjust this one, and 

so on.  For instance, once the order comes downward formally, they need to 

communicate with the concerned officers and colleagues informally on how they are 

going to deal with it (generating ideas), identifying resources that they need, and so on. 

they communicate with any employee to get the information that they need to do the job. 

Informal communication is encouraged as far as it helps to achieve the target of the 

industry. Even the management visit and communicate with them informally to see how 

they are doing and what can be done to improve the work processes, what they need , 

and so on.  

However, some employees explained that although informal communication is 

encouraged, it leads someone to bypass the management structure and leads to some 

conflicts that might affect productivity. Even in some instances, they deny what they 
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said before, particularly if something went wrong, and alter the instructions that 

completely affect productivity. Consequently, they have reservations on informal 

communication particularly to serious issues. Therefore, to avoid such problems, they 

prefer and encourage much to communicate formally, particularly serious matters that 

relate to productivity, than informally. Thus, in order to avoid confusions and 

misunderstanding, they prefer more to use formal communication for production since it 

is clear and official. They then communicate only informally to non serious issues 

during the executions of tasks. Outside of this, informal communication is not 

encouraged and it might be considered as a threat to the businesses. 

4. Formal and informal communication and employee performance  

In relation to formal and informal communication, the interviewed employees confirm 

that both patterns support employee performance if they use them properly. There is a 

report in everyday to ensure the production of the required quantity and quality of 

products. There is also an overall formal meeting to look at the success and failure of 

everyday performance. Besides, since the work processes is a chain, informal 

communication is becoming their daily tools. They said that there is difference on 

performance between working by communicating and by not communicating. If no 

communication, no good performance. For instance, one employee explained that “I 

actually work in the quality assurance unit. In this case, I need to communicate formally 

and informally with the concerned employees to collect data, check for quality, and give 

them the feedback again to the employees in the production processes. Such 

communication helped me to do the quality assurance processes properly that would 

help employee to produce not only the required quantity of products but also to produce 

in the required quality standards.”  

In addition, they usually prefer formal communication as it is clear and official. Job 

orders come formally. Then based on the formal job orders and during the execution of 

tasks, informal communication helped them to structure the activities and have controls 
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on the processes to produce the required quantity and quality of products. So, both 

patterns have roles on their performance. 

Further, they explained that both patterns support performance since formal helps them 

to communicate official matters and informal communication speeds up the exchange of 

information that ultimately results to better performance. Informal communication is 

more immediate and has a profound impact on performance. For instance, one employee 

confirmed that “I have got resources that I need to do my job informally instead of 

waiting the formal processes but the action should be formalized later.” 

However, although they did communicate much frequently in an informal way, it is still 

difficult to obtain the right information since some employees are very caution to be 

open. Consequently, it affects performance. Therefore, formal and informal 

communications have profound impacts on employee performance.   

5. Encouraging two-way communication & employee performance 

The interviewed employees confirmed that two-way communication was encouraged 

and it has roles in their performance in producing the required products. The interview 

results indicate that two-way communication (vertical communication) is part of the 

procedure for communication to ensure productivity. The employees said that “we need 

to communicate vertically because it was meant for achieving productivity. Without 

such communication, job cannot be done and it might be paralyzed.” For instances:  

One employee explained that production manager communicate with branch manager, to 

department heads, unit head and lower level following the management structure. For 

instance, the branch manager prepares the design of the shoe (Bola) that would be 

produced and then communicate with the production managers for approval. Then, they 

communicate with employees in the production process. Similarly, the lower level 

employees also communicates with upper levels, for instance, in terms of leather quality 

(as a resources) to produce the required quality and quantity of products. Therefore, the 
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two-way communication is encourage and supports performance since the work is 

interconnected particularly in the production processes.  

Another employee also explained that job order comes downward formally and, at the 

same time, we need to communicate with upper level on issues related to tasks (for 

instance, the feasibility of the order), resources that we need, and so on. Such 

communication would help to produce what is ordered in terms of the required quantity 

and quality of products. 

Another one also said that we communicate in both directions (vertically). For instance, 

the lower level employees in our business are less educated but well experienced. In this 

case, the production managers usually listen to them carefully and accept their report 

and new ideas. We also receive job direction, feedbacks and other relevant information 

to do job in a better way from upper levels. Such communication between upper and 

lower level employees has influence on employee performance.  

However, according to the interviewed employees, not both directions of 

communication were effective in the manufacturing businesses. According to the 

interviews, for instance, in some manufacturing businesses, downward communication 

was effective but upward communication was not widely used because there was lack of 

responses from upper levels. It was poor since there was no a conducive environment. 

They further explained that there was communication from upper level to lower level 

following the communication structure in terms of job order but it was weak to upper 

levels as responses from upper level is weak. As a result, lower level employees did not 

want to communicate upward except providing reports. Consequently, there were no 

improvements in the quality of the products although the job was done. Thus, it affects 

performance. 

However, in some other businesses, both ways are practical and acceptable. Not only 

receiving order from upper level but also sending reports and new ideas to upper levels 

based on experiences. Further, one interviewed employee described that “our job is 
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innovative work oriented and so we communicate vertically. Although, job order has to 

come from upper level, innovative ideas and reports send to upper level, which in turn 

send responses to lower level employee that would help in the production activities in 

terms of producing the required quantity and quality of products. 

6. Effectiveness of the communication structure  

The manufacturing businesses have their own management structure through which 

communication takes place. In addition to vertical communication, horizontal 

communication between units or departments is quite crucial as the work processes 

dictates us to communicate. Actually, horizontal is much effective than vertical since we 

communicate to the same level. Even, if it is necessary, we also communicate diagonally 

to do the job but it is rare from lower level employee’s perspectives. Thus, the existing 

structure is favorable to communication (Sabur). For instances:  

One employee explained that “in our manufacturing businesses, for instance, there are 

different departments such as cutting, weaving, assembly, and finishing. These 

departments communicate within and across the departments (horizontally) and 

vertically. The work process forced them to communicate effectively following the 

management structures. But, it is not much on diagonal communication. It happens 

rarely. So, the existing communication structure is suitable for effective information 

exchange (Dahlak).  

Another employee also said that “we communicate following the existing 

communication structure. For instance, there are three sub-departments within the 

production departments. These are: brew house, fermentation, and filtration, these three 

can communicate with the laboratory if they need some assistance. They can also 

communicate among the three departments. Thus, we communicate following the 

existing structure but diagonal communication is rarely used. Therefore, the 

communication structure is suitable for communication. (Brewery) 
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However, even there is a communication structure and communicate accordingly, the 

communication is not effective because of the management problems following the 

structure. Employees prefer to keep quiet since in some instances it might harm 

themselves by communicating honestly and openly. This affects our performance. In 

addition, any problem of communication following the communication structure could 

not be the problem of the communication structure but the individual behavior and 

interests. So, the structure is suitable for effective information exchange but individual 

behavior and interests affect the communication, which in turn affects performance.  

7. Communication structures and employee performance  

Communication structure is the base for information exchange among employees related 

to their tasks. Information is also the source for productivity. Without communication, 

job cannot be done. So, employees need to know with whom they should communicate 

to get the required information. In this case, a communication structure is important 

since it sets out clearly the direction of communication. This would help to get the 

needed information on time to do the job from the respective individuals and offices. 

Thus, communication structure enables them to perform better since it helps us to 

communicate in different directions and get the information we need on time and 

execute tasks accordingly. Therefore, communication structure helps to have a good 

flow of information and, as a result, the production level is good. Hence it has a role in 

employee performance. However, there are instance where following such structure 

would obstruct from getting the need information because of the individual behaviors 

and interests in the management structure that affects employee performance negatively. 

Therefore, communication structure can have influence on employee performance. 

8. Communication medium used 

Employees use both the oral and written communication but not electronic media since 

the technology is not available. They use written for formal communication (for 

instance, report, important information, job direction or job order), and they use oral for 
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further explanations and exchange of ideas or communication that involve immediate 

feedback (face-to-face, telephone and meetings).  

9. Selection of a communication medium  

A medium is selected based on a number of factors. For instance, if the specification for 

the design is not clear, then face-to-face is preferable; if it is job order, written is 

preferable since it requires being an official order. Generally, the following factors are 

considered by the manufacturing businesses to select a medium for communication:   

 The nature of the work or the tasks that would be executed 

 Seriousness of the issue  

 The weight of the information  

 The ability of the medium to transfer the right information clearly.  

 The immediate feedback requirements 

 It depends on the formalization of the issues  

 Individual personalities: some employees do not listen or do not care what you 

said. So, they forced you to communicate in strong oral or written or both using 

powerful words.  

10. Communication medium and employee performance 

The interviewed employees explained the influence of communication medium on 

employee performance as follows: 

The communication medium that you use has its own role in addressing issues related to 

the tasks. For instance, if an employee is slowing down the work process and not doing 

in the right way, then there is no choice except to communicate face-to-face and address 

the issue. In this case the medium helped you to facilitate the work and perform in the 

right way. Hence, the quantity and quality of the work can be addressed. In addition, the 

right medium helps to transfer the right information that helps to do job. Hence, 

communication medium has its own role on employee performance. 
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Further they explained that, for instance, if the written is not adequately clear, then you 

cannot proceed to do the job. In that case, you need to communicate orally and make 

things clear and proceed on executing tasks. In this way, the communication medium has 

a role on employee performance.  

A medium can influences performance positively and negatively. It depends on the 

clarity of the information in which the medium is carried on. One employee said that “I 

have experienced on wrong execution of tasks because of unclear information (oral) but 

later solved by communication and having a written one.” 

Performance is dependent on clear information. However, considering their 

manufacturing business, written is much clear than oral particularly for job order. For 

instance, they tell you to do something orally, and then, in the next day, they say that this 

is not what we said. In this case, products are produced wrongly. So, the medium has a 

role to transfer the right information that determines the performance. In addition, the 

interviewee said that, for instance, you receive a design in written but it might need a 

brief. So, a written document can be used for references and oral for executions in terms 

of understanding the design, what and how it will be done. So, a medium has its own 

role in performance.  

11. Status of the communication climate 

The interview result confirms that the communication climate in the selected large 

manufacturing businesses is generally good and enables them to carry out their job by 

communicating among each other. The explainations in relation to the status of the 

communication climate (free, open, trustworthy, willingness to communicate, and 

listening) is as follows.  

 

The communication climate is in good atmosphere as the nature of the work demands it. 

If the atmosphere is not good, the communication would be affected which in turn 

affects employee performance. Even lower level employees bring new ideas and suggest 
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the management what kind of leather should be purchased, the challenges that they have 

to achieve their work. Above all, this is part of our discipline and must be created.  One 

employee said that “I think the communication climate is good. for instance, I am a 

young graduate employee with three years experience, but wherever I go to any office, 

they listen to me, give me information clearly, openly and clearly, and we trust each 

other. However, we look at the weight of the information that we exchange since certain 

information requires cautions since there is no absolute openness. So, the communicate 

climate is ok. We communicate openly, freely, and with trustworthy because 

communication is important to do the job. So, such climate existed and it must exist. 

However, there is no absolute vey good communication climate. Therefore, the 

communication climate was fairly good with certain limitations as described below: 

The employees explained that “ we are human beings with different behaviors. Thus, 

there are behavioral problems to be open, free, and honest. For instance they said that 

you may find people not to communicate in the right way. However, most employees 

communicate with honest, open and free because it is for the purpose of accomplishing 

tasks. Thus, the communication climate is somehow ok.  

However, some interviewed employees confirmed that their communication climate was 

not as good as they expected and thus affect their performance. One employee explained 

that within the workshop, the climate is fine but as a whole it is not fine since there are 

no responses and put pressures by the management. People do not want to communicate 

openly and freely. As a result, defective products were produced. Thus, the 

communication climate is fine at the lower level but as a whole it is not much good. 

Consequently, tasks were affected and thus performance was not good because 

employees were not able to get the needed information. 

12. Experiencing any communication barrier  

The interviewed employees confirmed the existence of communication barrier (being 

not open, free, honesty, listening, and willing to communicate).  They explained that this 
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is a work place where employees come from different backgrounds and interests. 

Employees differ in terms of personalities. Therefore, it is normal to see open and close 

communication as it might be associated with the individual behavior despite the fact 

that the manufacturing businesses encourage to have a good communication climate and 

consider communication barriers as bad discipline. However, barriers appear rarely since 

there is no tolerance for such barriers. It is considered as part of discipline.  

Communication barriers appeared in terms of not wanting to listen or not understanding, 

not to share ideas or knowledge, not willing to communicate. In addition, based on the 

experience from other employees who had been damaged their life in the manufacturing 

businesses by being communicated freely, honestly and openly, you would not be 

motivated to communicate freely, honestly and openly. Always there are cautions or 

reservations on communication. Thus, it lacks certain level of openness and willingness 

to communicate. So, this is a barrier by itself.   

13. Closed communication and employee performance  

The interviewed employees had also confirmed that communication barriers have 

influence on employee performance. They explained that if it is not noticed as so early 

as possible and solving it immediately during the work, it affects employee performance 

negatively particularly if it is related to the work processes or chain. No communication 

barrier leads to better performance since it block from getting the needed information to 

do the job. In the manufacturing business, work is dependent on communication among 

employees. For instance, if someone is not listening properly or communicating 

honestly, work could be done wrongly and thus affects production in terms of speeding 

up and quality of the products. It is important to note that barriers are obstacles in 

production processes and thus affect employee performance. In other words, barriers 

lead to ineffective communication, which in turn affects productivity in terms of 

producing the required quantity and quality of products on time.  

 


