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EFFECTIVE COMMUNICATION IN ORGANISATIONS
INCREASES THEIR COMPETITIVENESS
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Abstract: The speed of changes, determining business environment, is increasing rapidly
with the emerging Fourth Industrial Revolution. If Slovak organisations aspire to maintain
competitiveness, they will need to keep pace with the organisations that react quickly to
such changes. Open communication, as an instrument of effective engagement of human
resources may be among the instruments of increasing the chances of organisations to
maintain competitiveness. The presented article aims at identifying the level of the
implementation of open communication attributes in Slovak organisations, and at
evaluating the reasons and consequences resulting from the findings to managerial work.
The analysis of the level of openness of communication processes in year 2018 on 214
Slovak organisations was performed by an electronic questionnaire survey. The data
collected from the questionnaire survey were subsequently statistically processed, while in
addition to descriptive statistics, a method of correlation analysis, particularly statistical
Pearson parametric correlation test (r), was used. The results proves the existence of
a statistically significant relation between the frequency of attending communication
trainings by the managers and the level of the support of employees in bottom-up
communication and also the level of influencing informal communication in organisations.
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Introduction

The current business environment is significantly influenced by the emerging
Fourth Industrial Revolution (Brunet-Thornton and Martinez, 2018). Industry 4.0 is
the conceptual era where Internet and digital technology becomes an enabler for
innovation and transformation (Wahyu Wasono Mihardjo et al., 2018). The
exponential speed of developments; disruption across all major industries; and the
impact on entire systems of production, management, and governance are what
differentiate these developments from previous “industrial revolutions.” However,
while all these developments will bring many benefits, they also carry risks. If
managed well, they have the potential to give rise to innovation that will drive
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growth and social impact. If not handled appropriately, challenges such as the
rising threat of cyberattacks that expand into the physical world, privacy issues,
and the polarizing effects of technologies on labor markets could derail these
benefits (WEF, 2016)

The majority of the companies recognize the concept of Industry 4.0 as a great
opportunity for development and improvement in competitiveness, although the
state of preparations for its implementation varies widely depending on country,
sector, or even an individual company (Slusarczyk, 2018).

If Slovak organisations aspire to maintain competitiveness, they will need to keep
pace with the organisations that react quickly to such changes. Industry 4.0 is
rapidly transforming the physical world of machines, and the virtual world of
information technology (Richert et al., 2016; Joniakova and Blstakova, 2015;
Kampf et al., 2017). Technology enhances flexibility and speed (Yu and Solvang,
2017; Novakova et al.,, 2017, Poor et al., 2018), thus enabling product
personification, effective production, as well as more efficient control (Zhong et
al., 2017; Paulikova et al., 2016; Belas et al., 2018). In order to improve
competitiveness and performance, corporations must embrace advancements in
digitalization (Brunet-Thornton and Martinez, 2018). The systems facilitating
instant vertical or horizontal connectivity allowing free flow of data in the entire
organisational structures of companies require constant investments and
improvements (Blstakova, 2018). Innovative organisations increase their
competitiveness and innovativeness by investing in the technologies ensuring such
connectivity on the one hand (Carmen et al., 2018; Lorincova et al., 2018; Stasiak-
Betlejewska and Ulewicz, 2016; Dvorsky et al., 2018), and by investing in the
development of human resources to handle the work with new technologies on the
other hand (Bartakova et al., 2017; Hitka et al., 2018; Stachova et al., 2019).

The open exchange of information is a hallmark of the growing knowledge
economy (WEF, 2016). Successful implementation of knowledge management is
a huge factor in corporate success (Brunet-Thornton and Martinez, 2018).
However, the problem is that while the ability of effective communication is
considered to be one of the key abilities in identifying the talented employees
(Urbancova et al., 2018; Porvaznik, 2018; Vetrakova et al., 2018; Lorincova and
Potkany, 2016), significant deficiencies are frequently reported in the level of
organisational communication itself. Many organisations have an innovation
strategy with clearly set factors and principles, but e.g. line managers have no or
only limited information about it. It is then implemented only very slowly, without
producing requested outcomes for the organisation. Based on these facts, the
authors of the paper focused on the area of open communication in organizations
and its support from managers.

Literature Review

The adoption of the Industry 4.0 approach faces a lot of challenges within
organisations (Hauer et al., 2018). Scholars of Corporate Communication agree
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that all organisational changes may arise uncertainty due to i.e. necessary
restructuring of the organisation, wherefore the way of communicating such
changes reflects a key success factor (Lies, 2012). Researchers state that the
initiative of Industry 4.0 approach is expected to have influences on Corporate
Communication as it comprises communication systems and tools by network
systems and will change internal communication (German Federal Ministry of
Education and Research).

Many of our companies still work on the basis of commands, restrictions, or
punishments, and they do not support a preference of the activity and awareness of
employees (Pecak, 2012). Unfortunately, the organisations do not realise that the
exploitation of the creative potential of employees necessitates sufficient amount of
information on the one hand, and sufficient trust in their abilities on the other hand.
Open communication can be generally viewed as an instrument of increasing the
motivation to work. Osborne (2002) denotes the meaningfulness, importance and
usefulness of performed work as the key determinants of job satisfaction. Without
clear communication and open access to information, employees are frequently not
able to perceive them. In this relation, Kralikova (2010) opines that a motivated
(e.g. by open communication) employees apply more creativity; they are able to
come up with new ideas, and to implement innovation in their work. The lack of
creativity or innovative behaviour is often perceived as one of the fundamental
reasons of failures of organisations (Yapp, 2009; Potkany et al., 2016; Jurenka et
a.,1 2016; Dusak et al., 2017; Novakova et al., 2017). According to Frankova
(2011), it is therefore necessary to create and maintain an organisational culture
supporting innovation and creativity. The same behaviour should be required from
managing employees, as their position necessitates their creative potential, their
ability to inspire their subordinates and co-workers, as well as their ability to create
adequate conditions (Urbancova et al., 2016; Jankelova et al., 2017; Kirchmayer et
al., 2016; Hitka et al., 2018b). Open communication between the management of
a company and its employees appears to be a suitable instrument of creating the
environment in which employees feel the companionship with their company, and
they are willing to seek its success in competition.

Communication considerably influences the innovation process in every
organisation. Many other studies have indicated that the heart of numerous
problems occurring during innovation processes is in the ineffective or unreliable
communication, especially between different functional departments of the
organisations involved in the process. It is therefore important that organisations
put emphasis on the development of open and quality communication (Polakova,
2007; Potkany et al., 2018; Caganova et al., 2017). Effective communication is
therefore one of the essential goals of organisations (Hitka et al., 2018a; Spillan et
al., 2002). The transformation towards an open communication-workplace is
supported by new communication tools e.g. networked platforms as they might be
used as an internal sharing-place of information and documents. New internal
communication tools are described by experts as internal social-media platforms
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or internal communication banners (Hauer et al.,, 2018). The aforementioned
proves that efficient open communication is generally crucial for the success of
innovations in organisations, while its impact is not negligible with reference to the
need to engage the highest possible number of employees in the innovation
process. For these reasons, an analysis of the level of openness of communication
processes in Slovak organisations is considered to be necessary.

Materials and Methods

The analysis of the level of openness of communication processes in Slovak
organisations was performed by a questionnaire survey. 500 organisations were
randomly addressed with an electronic questionnaire comprising five questions
oriented on the openness of communication in the organisations in 2018, while the
response rate of comprehensively completed questionnaires was 214, representing
42.8%. The data collected from the questionnaire survey were subsequently
statistically processed, while in addition to descriptive statistics, a method of
correlation analysis, particularly statistical Pearson parametric correlation test (r),
was used.

The size structure and the regional structure of the participants in the survey,
determined on the basis of NUTS method (La Nomenclature des Unités
Territoriales Statistiques), created by the Statistical Office of the European Union,
particularly the NUTS Il category, is shown in Table 1.

Table 1. The size structure and the regional structure of the participants
The size of organisation
0-49 50-249 250 and more
51.9 % 19.6 % 28.5 %
Regional structure based on NUTS II.
Bratislava Region Western Slovakia | Central Slovakia Eastern Slovakia
39.7 % 19.6 % 31.3% 9.4 %

Research questions were formulated in context with the specified research

objective of this paper. Research hypotheses were formulated on the basis of the set

research questions, and they were subsequently tested by the questionnaire survey
and subsequent statistical evaluation.

1) Research Question: What was the score achieved by the examined organisations
in their support of open communication of employees with the management?
Are there statistically significant differences between managers with different
frequencies of their education in the area of communication?

2) Research Question: What was the score achieved by the examined organisations
in their support and leading of informal communication? Are there statistically
significant differences between managers with different frequencies of their
education in the area of communication?
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Hypothesis H1: There is a statistically significant relationship between the
frequency of the education of managers in the area of communication and the
support of open communication of employees with management.

Hypothesis H2: There is a statistically significant relationship between the
frequency of the education of managers in the area of communication and the
support and leading of informal communication, ensuring prevention from
misunderstandings caused by distorted information.

Results

With reference to the objective of the paper, the authors examined, by means of
a questionnaire survey, whether, and how frequently, the managers of companies
attended trainings focused on the quality of communication in their organisation.
Another focus was on the way how employees were communicated information on
the changes planned. The third question was focused on uncovering which
management levels applied the communication instruments comprising the
possibility of subordinates to express their opinion (meetings with discussion). The
fourth question aimed at verifying the method by which the interviewed
organisations supported bottom-up communication. The last question aimed at
identifying the method of influencing informal communication in organisations by
the management.

The first question intended to identify the awareness of the organisations in the
area of managerial communication as the key instrument of effective human
resource management. The authors examined whether, and how frequently, the
managers of companies attended trainings focused on the quality of communication
in their organisation (see Table 2).

Table 2. The frequency of attending communication trainings by the managers
of the company

The frequency of communication trainings % Of.
organisations
yearly 26.2
regularly, less than once a year 21.5
yes, once during the time of their work at a managerial position 15.4
do not attend 36.9

More than 60% of the interviewed organisations stated that communication training
was arranged at least once during the time of the work of managers at their
position. However, the absence of communication training in 36.9% of the
interviewed organisations is considered to be very negative, as the level of
communication in an organisation is especially dependent on the communication
skills of its managers.

The second question was focused on the identification of the instruments of
announcing upcoming changes in the organisations (see Table 3).
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Table 3. The instruments of announcing upcoming changes
in the organisations

. . . % of

The instruments of announcing upcoming changes o
organisations

all communication instruments are used by the company 39.3
the communication instruments are used by the company for task 402
assignment '
the communication instruments are used by the company for sharing 15.4
general information :
no information in advance, the change is announced during its 51
implementation '

The outcome of the second question is considered to be very positive. Almost 80%
of the interviewed organisations declared that they used the instruments or means
of direct interaction between communication partners to announce changes, thus
enabling employees to clarify possible uncertainties.

Within the third question of the questionnaire survey, the authors sought to uncover
whether employees at all levels of corporate management had room for expressing
their opinions (see Table 4).

Table 4. The level of management at which meetings with room
for discussion are used

The level of management at which meetings with room for % of
discussion are used organisations
The top level of management, middle management, and first-line 575
management with executives. '
The top level of management and middle management. 26.2
Only the top level of management. 16.4

As Table 4 clearly shows, unfortunately, almost 43% of the interviewed
organisations declared that their executives were not provided room for discussion
at meetings. This finding is considered to be very negative. The given approach
builds communication barriers, which may ultimately cause significant problems
associated with the competitiveness of their companies. The innovation potential of
every individual can only be fully exploited if they are provided room.

In the fifth question, the authors sought to identify the level of the support of
employees in bottom-up communication (see Table 5).

The finding of this research question is quite positive, as the support of open
bottom-up communication was declared in full extent by 61.2% of the interviewed
companies, and in a partial extent by further 29.9% of the interviewed
organisations. In spite of this positive finding, the possibilities of further
development also in this area are perceived.
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Table 5. The support of employees in bottom-up communication

0,
The support of employees in bottom-up communication A) Of.
organisations
It is supported by managers and managing employees in maximum 61.2
possible extent. '
Managers and managing employees of the company only support it 29.9
in a limited extent. '
It is minimal and is not supported by management. 8.9

The last question aimed at uncovering whether the management purposefully led
also the content of informal communication in the organisation (see Table 6).

Table 6. Influencing of informal communication

. . S % of
Influencing of informal communication .
organisations
It is supported, and it is led so that no misunderstandings caused by 528
distorted information occur. '
It is tolerated; however its content is not purposefully influenced. 42.5
It is suppressed and restricted in maximum possible extent. 4.7

The possibility to apply informal communication encourages openness in
communication, which generally has a positive impact on creative atmosphere in
a company. Therefore, the outcome of more than 95% of the interviewed
organisations which do not restrict informal communication is very positive;
however if organisations seek to use the existence of informal communication for
their benefit, their managements should actively monitor and influence its content
to prevent misunderstandings. This activity was only declared by 52.8% of the
participants in the research. The identification of the level of the use of individual
attributes of open communication in organisations was followed by the
identification of mutual relations between them. Statistical Pearson parametric
correlation test (r) was used in assessing individual correlations.

H1: The result of the Pearson correlation test proves the existence of a statistically
significant relation between the frequency of attending communication trainings by
the managers of organisations and the level of the support of employees in bottom-
up communication. The given variable correlates at the level sig. (0.01) with
Pearson correlation coefficient at the level r = 0.4542. The desired level of
significance was achieved, hence this hypothesis has not been rejected, but
a moderate linear relationship between the monitored variables can be confirmed.
H1: The result of the Pearson correlation test proves the existence of a statistically
significant relation between the frequency of attending communication trainings by
the managers of organisations and the level of influencing informal communication
in them. The given variable correlates at the level sig. (0.01) with Pearson
correlation coefficient at the level r = 0.2086. The desired level of significance was
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achieved, hence this hypothesis has not been rejected, but a weak relationship
between the monitored variables can be confirmed.

Discussion

If the management of an organisation seeks to create the environment encouraging
creativity and innovation, the fundamental tasks include the creation of a clear and
open communication system applicable in the entire organisation. This statement
can be confirmed by the outcomes of a study conducted by Ye et al. (2015),
according to which the effectiveness of communication can determine the success
or failure of an innovation project.

The competence of employees to communicate effectively is currently considered
to be a great advantage. It is also confirmed by a research conducted by Urbancova
et al. (2016), according to which the most desirable competence in identifying
a talented employee is their ability to communicate.

Innovative organisations are characterised by numerous discussions with the
participation of employees with different experience and specialisations. When
applying informal communication, the free exchange of ideas takes place, thus
encouraging creativity.

The analysis of CRANET international research conducted in 2014/2015 with the
participation of 31 European countries and 6093 respondents, which was focused
on the methods of communication of managements with employees, and
communication of employees with their managements, proved that the forms of
written and verbal communication had remained the most frequently applied forms
of in-house communication, while individual methods only differed slightly in the
analysed countries. Considerable support of the information technology and IC was
recorded in all forms of in-house communication. The CRANET research also
indicated that communication mediated by employee representatives had been only
used to a negligible extent (Blstakova, 2018).

Openness between individual employees is supported by the positive motivation
and the example of company managers. Such atmosphere encourages people to
discussions about also unfinalised ideas, thus receiving quick feedback, which
helps their thought processes (Frankova, 2011).

The role of managers in a pro-innovative company is to increase the effectiveness
of information flow using the formal communication channels of the company
information system on the one hand, and to create conditions for effective informal
communication in creative environment on the other hand.

Conclusion

Communication has a significant impact on the level of the use of human resources
not only in terms of the innovation efforts of a company. Effective communication
flow is especially important when the character of work requires cooperation
between several employees. It is also used when information flow needs to be
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fastened, when better understanding of an announcement needs to be achieved, and
when common efforts need to be coordinated.

The analysis of the research outcomes shows quite weak activity of the
organisations related to the education of managers in the area of communication.
According to the authors, these points to further uncovered insufficiencies, such as
the finding that almost 43% of the interviewed organisations declared that their
executives were not provided room for discussion at meetings. The given approach
builds communication barriers, which may ultimately cause significant problems
associated with the competitiveness of their companies. The innovation potential of
every individual can only be fully exploited if they are provided room.

As the survey and subsequent statistical comparison showed, systematic education
of managers in the area of communication had a significant impact on the openness
and effectiveness of all communication in a company.

To eliminate the identified communication barriers, the authors of the paper
recommend that organizations invest in digitalization with real-time information
tools with value-adding features of creating dialogues between internal
stakeholders as well as invest in the development of managers in the field of
effective information sharing towards employees and from employees.

Investment in the education of managers in this area can considerably help
organisations to use their human resources in the process of preparation and
transformation of the organisation in the context of the emerging Fourth Industrial
Revolution.

This research was supported and funded by APVV-17-0656 titled Transformation of
Paradigm in Management of Organizations in the Context of Industry 4.0
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SKUTECZNA KOMUNIKACJA W ORGANIZACJACH ZWIEKSZAJACA
ICH KONKURENCYJNOSC

Streszczenie: Szybko$¢ zmian determinujgcych $rodowisko biznesowe ro$nie wraz
Z pojawieniem si¢ czwartej rewolucji przemystowej. Jesli stowackie organizacje dazy¢ beda
do utrzymania konkurencyjnosci, bedg musiaty dotrzymac kroku organizacjom, ktore
szybko reaguja na takie zmiany. Otwarta komunikacja, jako narzedzie skutecznego
zaangazowania zasobow ludzkich, moze by¢ jednym z instrumentow zwigkszania szans
organizacji na utrzymanie konkurencyjnosci. Prezentowany artykul ma na celu okreslenie
poziomu implementacji otwartych atrybutow komunikacyjnych w organizacjach
stowackich oraz ocen¢ przyczyn i konsekwencji wynikajacych z ustalen w pracy
menedzerskiej. Analiza poziomu otwartosci proceséw komunikacyjnych w roku 2018
zostala przeprowadzona na 214 organizacjach stowackich za pomoca ankiety
elektronicznej. Dane zebrane z ankiety zostaly nastepnie poddane statystycznej obrobce.
Oprocz statystyki opisowej zastosowano metode analizy korelacji, w szczegdlnosci
statystycznego testu korelacji parametrycznej Pearsona (r). Wyniki dowodza istnienie
istotnej statystycznie zalezno$ci miedzy czestotliwo$cig uczestniczenia w szkoleniach
komunikacyjnych przez menedzerow a poziomem wsparcia pracownikoéw w komunikacji
oddolnej, a takze poziomem wptywu na nieformalng komunikacje w organizacjach.

Stowa kluczowe: komunikacja, konkurencyjnos¢, zasoby ludzkie, umiejetnosci
menedzerskie, edukacja
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