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Abstract 

Communication is born as a response of the human being to interact with other people in companies to motivate human 

resource and obtain the expected results and work with the best workers in an increasingly competitive market; internal 

communication plays an important role in improving the working environment and an excellent performance of workers. 

The constant change brought about by world globalization, forces organizations to apply methods that organize the means 

to lead the company to obtain better performance and make full use of all its resources; without it, it is created an 

environment of instability and uncertainty among its members. Business communication can be seen as a strategic tool in 

relation to the organization with the environment and interaction with the staff, showing the results expected by the 

company analyses by empirical data. The research is developed through a descriptive and empirical methodology to 

identify through surveys to workers from different companies, the current problems presented by organizations in internal 

communication; thus establishing the consequences of poor organizational communication; finding the real problems that 

affect the companies of the Colombian industry and of the world, to find possible solutions. 

Keywords: internal communication, companies, competitiveness, human resource, labor climate 

1. Introduction 

In the 18th century and at the beginning of the 19th century, transcendental changes took place in Europe that affected the 

rest of the world, the civil warriors, the French revolution and the industrial revolution, since they brought new changes to 

humanity. The industrial revolution generated impacts and fundamental changes in the economy, technology and in the 

way of organizing work and the lifestyle of the population. Improving processes in firms was gaining more importance 

when they were parameterizing the principles of work organization; the parameters start with capitalism and the boom of 

industry, emerging paradigms in aspects of work such as productivity, competitiveness, and efficiency. 

Due to the processes and changes that were gradually caused by globalization, a new need arises in companies to adapt 

and apply new methodologies within the company in order to structure communication channels to improve quality in the 

processes and products, leading the company to be more competitive in the environment and obtain better performance, 

making full use of all its resources. 

Proposes the bases of relations in the business environment, as the industry examines how to satisfy communication needs, 

benefiting the company and achieving customer satisfaction, reaching a synergy between workers and company goals 

(Casillas & Moreno-Menéndez, 2017). 

When the great crises appeared in countries like United States of America, England, Germany that left thousands of 

people unemployed, an atmosphere of distrust on the part of the workers was generated, because of this the public 

relations are born, when the great depression happens in the United States of America, this is where employers decide to 

rely on workers and recognize that the solution to the problem of productivity was to maintain constant feedback with 
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employees. Workers were no longer seen as a factor of production to be considered as proactive, efficient, innovative, 

which is motivated by a series of factors in the environment; emerging skills competencies and the ability to influence 

people to achieve the objectives of the organization, through management indicators, measure the effectiveness of 

communication and the productive projection of each company; transmitting values to progress in a sustainable manner. 

2. Problem Statement 

Internal communication in organizations is one of the fundamental axes to face each of the challenges related to market 

expansion, globalization, quality, and competitiveness. Faced with these business challenges, organizations must not only 

be focused on the economy, production, and administration but also communication as the main axis of business action; 

because this constitutes the central system of all the processes of an organization. Likewise, from this perspective, it can 

be said that communication is established as a condition and strategic tool for the processes of the relations of the 

organization with the environment, and the interaction with the internal personnel. 

Currently, it can be seen how firms have realized and believe that communication is able to face globalization, achieving 

greater organizational development, as well as good communication, a way of acting and think externally, and internally 

of it. Which generates a change in the behavior of people, right decisions, problem solutions, positive attitudes and 

collaborative work. That is why those in charge of giving a good internal communication must have in understanding that 

the process that is implemented, influences the personality and emotions of each person, contributing in turn to job 

satisfaction, learning, among others.  

The interest of the present investigation lies in being able to provide a solution to the problem in progress. For this reason, 

it is necessary to raise awareness among all the people who are part of an organization about the importance of carrying 

out this research which leads to satisfactory results. That is why this research aims to demonstrate the impact, the 

relationship between communication and organizational development. Communication could be understood as a strategic 

path (Scandelius & Cohen, 2016; Birim, 2016); whose effects and causes can be reflected commonly in different areas 

such as labor, leadership, relationships, teamwork, decision making and consequently in the levels of production and 

development. 

Internal communication and organizational development are closely linked, that is why communication is of great 

importance within human relationships; knowing that it is a process by which one person transmits information to another 

(Nakamura, Umeki, & Kato, 2017; Turner, 2017). Communication as a daily and important activity within companies, 

therefore the success or failure of an organization depends on the people who work in it because it is these that define the 

work processes and use the resources of it. 

The reasons why there are problems in internal communication are the decrease in motivation, the deficiency in internal 

feedback, the relegation of human talent, the difficulty in a corporate strategy and the lack of knowledge of the 

organization chart, it is for this should highlight the importance of effective communication between the organization 

(Nakamura et al., 2017) and all the parties with whom they interact, since the fundamental thing is to analyze and evaluate 

the attitude or opinion of each of those who are part of a company in order to maintain an affinity and solidarity among 

them, to promote reciprocal development.  

And this is why a poor organizational communication also brings with it consequences such as the decrease in 

productivity as does understand Castellani, Montresor, Schubert, & Vezzani (2017), an obstacle in the flow of information, 

lack of competitiveness, low commitment of workers and a lack of knowledge in the market objectives which if 

alternative solutions are not generated to this problem, they affect the company not only internally but externally, 

seriously affecting compliance with business goals and objectives, transcending also the performance of both human 

talent and the organization. 

3. Justification 

Communication is a tool used by companies to make their values, vision, and objectives known among their collaborators. 

On this depends, the synergy, the personnel aligned with the corporate strategy and, that the different teams are effective 

and productive to successfully achieve the proposed objectives. However, caring for communication is vital. Most of the 

problems in organizations are related to not planning and managing internal communication between the workgroups. Not 

giving the necessary importance to these situations at the right moment commits the organization, having harmful 

consequences for its results. So it is necessary to detect communication problems and implement the necessary solutions 

to prevent or eradicate them completely. 

In this study, we approach the internal communication problems in companies, analyze the flagella that directly affect 

most of the organizations, leading them to not reach the objectives proposed at the productive level. It is desired to 

propose different contingency or mitigation plans to stop the damage caused by the mismanagement of communication in 

organizations, under a descriptive analysis. Every day the companies are forced to involve the organizational 



res.ccsenet.org                             Review of European Studies                           Vol. 10, No. 2; 2018 

3 

communication because there is a need to be always in constant contact with the members of the company to make the 

different decisions aimed at increasing the competencies in the market. Corporate strategies are necessary to obtain the 

results that are expected (Fernandez Hurtado and Martinez Martinez, 2017; Brooks, Chen and Zeng, 2017). This article 

can highlight the relevant information to systematize the communication problems that affect organizations. 

Currently, firms, but especially SMEs, present problems in their external results for the reason of not having 

communication protocols and monitoring production processes, this generates that business relationships between 

organizations are affected and automatically distort the company's objectives, mission, and vision. Generally, when 

workers do not have a solid communication channel, they increase the margin of error in their respective positions in the 

company and the level of effectiveness is reduced considerably. 

A clear example of the above is when customers receive their product in a different way than requested; from the moment 

the purchase order is entered until the request is sent to the production plant and dispatched, the client's request is altered, 

which represents not only an inadequate image of the company but a lack of respect for the client and his orders in 

question. 

Therefore, action and prevention measures must be taken that are stipulated, and are part of the company's protocols to 

increase the effectiveness of productive performance. 

4. Literature Review 

4.1 The Decrease in Employee Motivation Affects Productivity 

It can be said that companies are a group of people who work every day to achieve a common goal. Internal 

communication is a key part of organizations to spread their values, vision, mission, and objectives among the human 

capital that makes up, to deliver a strategic alignment that is efficient and productive enough to achieve the financial goals 

of companies. 

Lo, Lin, & Hsu (2016); Herzberg (1974) designed an experimental study, in this case, it was specifically designed to study 

motivation at work, using the critical incident method. Through personal interviews, subjects are asked to remember and 

describe events related to their work that has made them feel especially good or especially bad; the study also records 

whether the impact was short or long-term. 

Communication allows coherence and integration between actions and objectives; in this sense, the ISO 26000 standard 

gives particular importance to the human capital that works in the company and is adequate to measure such perception by 

the impact it promotes in human development. The role played by the employee is fundamental in the company's 

strategies (Spangenberg, 2016; Castka & Balzarova, 2008). As companies give importance to generate a corporate culture 

of permanent communication with their work team, it allows to shape a strategy that motivates its employees constantly, 

keeping them informed of their achievements and failures, in such a way that the firms make sure that the objectives are 

understood by all, seeking to collect the opinions of each one, Castka & Balzarova (2008) Argue that ISO 26000, aware of 

the influence and importance of human capital within organizations, clearly establishes the impacts it has on people in 

terms of human rights, labor practices, fair operating practices, environment, consumer issue and the active participation 

and development of the community, and relate the dimensions of the norm with human development to obtain better 

processes and results for the company. 

It is important that companies support and recognize the achievements of their employees, so that they realize the 

importance of their work, and motivate them to develop their productive activities with more pleasure and greater 

efficiency. 

In such a way that the employee feels an important part in the company with the role in which works, a greater 

participation is generated, exchange of ideas and knowledge, allowing to optimize and improve the processes and services 

provided by the company before these costs are reduced indirectly and profits also increase. 

At the birth of a sense of belonging of the worker towards the company, motivation and confidence within the company 

are increased, making them participants of the projects and decisions that are made, managing to create a commitment on 

the part of the employee towards the company. 

In the workplace, several authors point out the need to establish health and safety programs, training and development; 

quality motivation programs in employment and better working conditions; of stability in jobs and social assistance to its 

employees. Programs in which values such as safety, training, team work, worker recognition and benefits prevail, 

strengthens employees' sense of belonging and trust (MatthewPotoski & J.Callery, 2018); turning the worker into the best 

publicity of the company, since they will be the ones that best speak of the business organization. 

Achieving a synergy between the corporate strategy of the company and its employees will improve the productive 

processes, leading the company to be more competitive in the environment, a work team connected with the objectives of 
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the company will be more productive. According to the words of MatthewPotoski & J.Callery (2018) being socially 

responsible with human capital provides advantages to the company, and certainly, improves your productivity, efficiency, 

achievement of goals, quality in the activities you carry out and, therefore, improve your financial performance and image 

of the company. 

Theories of traditional motivation focus on specific elements that motivate employees in the pursuit of the performance of 

the organization. For example, the reasons and the theory of needs of Maslow & H (1943); Lee & Raschke (2016) states 

that employees have five levels of needs: physiological, safety, social, ego and self-actualization.  

Applying Maslow theory in a business environment, organizations must be concerned about the welfare of their 

employees, seeking to improve personal development and self-realization of each individual that is part of the company's 

environment, with the ability to meet their objectives autonomously in an indicated environment. According to Maslow's 

needs, they stand out according to the recognition of the person, the particular achievement, and respect for others; they 

manage to satisfy the needs of each person, managing to develop self-confidence and feel valuable within society, 

obtaining motivation to aspire to meet new objectives. 

According to Herzberg's model, it is a theory of satisfaction, which implicitly assumes the equation "happy employees = 

high productivity". Although satisfaction can influence performance and vice versa, the translation of performance 

satisfaction is not automatic. Satisfaction is important from the employee's perspective. But, for there to be motivation in 

the primary and etymological sense (movement action), there must be an impact on the behavior; the impact on the mood 

of the employee is not enough (Drieschner, Lammers, & Van Der Staak, 2004). 

Maintain a constant motivation in the company to generate benefits such as increased productivity, the key to performance 

and profitability of it; the understanding of the ownership of employees, the levers of motivation and the development of 

the adoption of the adoption of this type of alternative approach, on the conventional empirical analysis (Di Cintio, Ghosh, 

& Grassi, 2017). Although motivation is important, it will not be a guarantee for employees who achieve greater 

productivity, because they may be affected by other external or internal factors. 

4.2 Internal Feedback Generates Information Flow within the Firms 

A process of efficient internal communication requires the creation of a means that allows the correct feedback, since it is 

necessary to develop any type of action that allows knowing the aspirations and insufficiencies of the workers, knowing 

that it must go beyond a mailbox of suggestion. The management of the communication, in turn, is responsible for 

managing, planning and evaluating the information flows that concern both the external and internal client, in relation to 

the objectives of the company and the sector to which it belongs. Starting from the axiom according to Lu, Yuan, & Wu 

(2017) whether it is proposed or not, the organization always communicates, the strategic management of communication 

becomes an element of primordial competitiveness within organizational contexts. As the author refers Yildirim (2014); 

Podsakoff, Whiting, Podsakoff, & Mishra (2011) thus, the contributions of communication to the organization can and 

need to be measured as other activities carried out by it. 

The feedback seeks to be a useful tool for the operation of a company, for this it is important that this is a permanent 

process and not something sporadic, in which a system should be implemented in the feedback, that is, a rigorous 

methodology that allows analyzing the information in order to evaluate the objective processes and opinions. 

Currently, it is essential to have an internal communication plan in organizations, because an informed worker is more 

productive, is connected to the company, feels motivated and contributes to the achievement of the proposed objectives, in 

order to obtain favorable results at the financial level, internal clients are the main ambassadors of companies; it should be 

noted that the communication that occurs between the leader and his team is the most relevant. The use of digital tools for 

the transmission of information within organizations, it is becoming timelier every day because it arrives in a timely 

manner and in real time to workers. 

Within the organization, the internet platform proved to be a facilitator in the communication environment, which makes 

it a valuable tool for internal business management. Therefore, the information flows go in both directions, providing 

knowledge management to the organization, never before allowed. Interpreting itself as the means of excellence of 

internal communication, which can help improve and popularize the flow of information of the organization. In addition 

to this function, even internally, it is related as a tool for the management of information and knowledge of the company.  

From the above, this environment provides a database information platform in all areas in an organized and controlled 

manner. On the other hand employees are connected to a powerful communication medium that connects them to the 

world. Access to relevant news and events is immediate and more efficient. Participation can be encouraged and facilitate 

the lives of organizations. 

Then, according to Wang, Yuan, & Wu (2017) communication, therefore, contributes vaguely to the strengthening of 

identity because it is not based on institutional or conceptual contents. Well-managed internal communication promotes 
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cooperation and unity, having excellence in the management of tasks and the recognition of the realities of each individual 

and their working group. The lack of internal communication strategies causes stagnation in the management, processes, 

actions and relationships.  

The fundamental capital of companies in the 21st century is being highlighted by their human capital, which is of great 

importance the care and respect for them, because employees can participate in important decisions of the company, 

providing different opinions and useful tools for the development of better business management. Success in human 

management in companies is confirmed by the active recognition and assessment of the human factor. 

4.3 Relegating Human Talent to a Second Level Generates Insufficiency in Business Competitiveness 

Despite having demonstrated the great value that knowledge has, its sharing and its transfer, which are highly beneficial 

for society, between the company and the workers, there are still attitudes and behaviors that are contrary to such 

proposals. Sometimes it is due to circumstances that arise in the company that impede or hinder transmission (Antoniades, 

Calomiris, & Hitscherich, 2016). 

It should be noted, that within business communication it is important that it flows properly. However, there are certain 

factors that impede, transform the message or hinder the general process of it, and are called barriers, which can range 

from physical elements to individual attitudes, and a group as an extended absence of employees. The key to identifying 

these barriers and eliminating their effect is to carefully identify all aspects of them.  

(Khedery, 2015) The primary function of human talent is the development of human capital that allows the company to be 

more competitive every day, operating at maximum efficiency and effectiveness, so that it achieves the success of its 

strategies.  

Based on the above, it can be seen how human talent is a fundamental part of the business, since this is the essence in 

business management, therefore if it is relegated, it hinders an economic improvement for the company in the productive 

scenario, that is, if the leaders of the companies do not have a good relationship with their workers, they are not able to 

stimulate the potential of these, therefore, a lack of competitiveness of the company will be generated. It is necessary to 

emphasize that the effectiveness of companies is superior when it considers workers as strategic resources, given that in 

order to be competitive it must strive to be productive, offer quality and excellence in customer service, both internally 

and externally; value ethics and transparency, as well as social responsibility towards workers and society. 

Furthermore, in the 21st century, the competitive advantage of companies is not measured or measured by their natural, 

technological, energy and financial resources, but by the level of preparation and empowerment that human talent 

receives; being this not only the motor but also the only competitive advantage that differentiates it from other companies, 

making them adapt to the changes that are taking place in the area and the global market. 

For this reason, the mission of managers is to establish a strategy to create a correct work environment that ensures that the 

right person is in the right place within the company (Sirola & Pitesa, 2018), ensuring that the commitment in the 

improvement process can satisfy all demands of the company and consumers. 

In short, a human talent management system is defined as something very significant, given that it manages and measures 

the performance of employees through feedback (Cai, Wang, Cui, & Stanley, 2018), training and support, this allows a 

clear vision of the competencies that are required to achieve personal and business success. 

In addition, adequate personal relationships contribute significantly to the success of knowledge transfer, and create trust 

and reciprocity among the members of the company, while distancing raises barriers and hinders the transfer. According 

to Rezvani et al (2016); Gözükara & Çolakoğlu (2016) the influence of human factors such as interpersonal relationships, 

motivation, satisfaction, or participation in the company, are key to the success of productivity and the application of 

knowledge management taking advantage of all human talent.  

In conclusion to develop competitiveness strategies and achieve success in a company, it is necessary to establish 

adequate personal relationships, manage, support and exploit the human potential that the company has, in order to 

improve performance and quality in each of the productive activities of companies.  

This is why the benefits of carrying out a perfect strategy of talent management, helps companies to achieve the 

identification of the skills and competencies of their workers, which allows to take stock of the skills that exist in 

companies, despite the changes that are taking place in the global economy; the exit of talent is still one of the concerns of 

companies, so it is important that retaining a talent for leadership and growth in the market. Therefore, having a strong 

management culture, also determines the level of organization of the companies, likewise, if the workers tend to be 

positive about the practices of this management, they come to have more confidence in the future of the companies, which 

helps ensure a position in the market leadership.  

It should be noted that these efforts are an indispensable strategic tool to face the new challenges imposed by the 
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competitive environment at the business level. With regard to promoting excellence at the level of individual skills 

according to the operational activities of companies, ensuring the development and management of the potential of each 

person. 

This refers to management trends, which aim to optimize the management of company personnel, and thus contribute to 

the development and increase of competitiveness and productivity, these trends try to redeem the human being within an 

organization, looking for through the identification and management of the potential of the workers, and the goals 

proposed by the organization can be achieved. 

4.4 Difficulty of Workers to Focus on Corporate Strategy 

The internal communication problems in the company make it difficult to socialize the goals and objectives, which means 

that the strategies are not precise, encouraging a low commitment on the part of the workers, and so that the internal 

reputation of the company is affected to the company. As it ratifies by Akin Ateş, van Raaij, & Wynstra (2015), with its 

premise: “the structure follows the strategy”, in which he attributes to the strategy the previous and independent quality 

that then conditions the structure, subsequent and dependent that derives from the strategy to be able to fulfill an effective 

function. 

Then, an effective company would be one that manages to add value to each of its interrelationships, and does not lose 

sight of its contribution to achieve the mission, move towards the vision, meet the objectives and make the strategy a 

reality (Hetzel, 2016). 

What role do workers play in corporate strategy?, it is vital to understand and understand that managers and employees 

should receive all the information necessary to not distort what they want to achieve, so that the planning in the corporate 

strategy must be clear to identify their strengths and risks; restructuring and implementing processes that control and 

reduce the margin of error in companies. Authors as Joniaková & Blštáková (2015); Ding, Li, & George (2014) express, 

human management has evolved from an administrative-operative perspective towards a strategic one concerned with the 

critical problems of organizations. To do this, it is necessary to know the human talent that is part of the organization, how 

they capture the information and the position they take in face of the challenges faced by managers every day, their ability 

to improve productivity, profitability and achieve the company's dynamism. Be competitive, know their potential and 

review their ability to work as a team, as in many cases, they determine the progress and durability of the organization, it 

because of a good human talent and at ease with their work makes internal processes efficient and effective. 

In this way, an appropriate business management with a permanent link with the productive assets of the company 

(workers), will obtain an orientation towards innovation, with the environment that surrounds it (e.g., Frank, Cortimiglia, 

Ribeiro, & Oliveira, 2016). 

Therefore, it is essential to disseminate to all employees about the strategic objectives, the mission, and vision of the 

company, in order to generate a link with the different areas. 

This means that retribution is one of the most powerful means available to companies to send credible messages to their 

employees about what the company's philosophy, values, objectives, and strategic orientation are; and properly managed, 

can act as a trigger or catalyst in business change and development projects. When it is instrumentalized on a tangible 

element, they enjoy an almost immediate visibility, receiving a dose of credibility difficult to achieve with other measures 

(Price & Sun, 2017). 

This leads to knowing the importance and the need for vigorous work in the corporate culture to achieve flexible 

organizations, open to change, adaptable: but, above all, committed to strategic processes in competitive markets such as 

those of today (Gündüz & Semercišz, 2012). 

In this sense, the internal organizational culture of a company makes reference to the customs, norms, practices, projects, 

beliefs, that is, the modes of proper conduct externalize themselves to the collaborators (Gattringer, Wiener, & Strehl, 

2017). This is what speaks of an organizational culture with an internal and external favorable image.  

To finish, the role that workers play in the corporate strategy is very important, since this way, the organization achieves 

the efficient and effective internal system that it requires for the relationship with the client, supplier and market; in the 

moment that human talent stops operating properly, the system stops, cuts its process, the most common difficulties and 

mistakes start within the companies, such as: poorly planned product dispatch to the client, due to lack of communication 

between the commercial department and logistics coordinator, either because one of the parties is not doing a job with 

productivity and excellence or because of a poor delivery of information from one to the other, this means extra costs for 

the company and, in very frequent cases, loss of client, therefore in the company will affect the phrase: "Organizations 

work with tangible and intangible inputs to produce goods and services in order to obtain profit".  

How to focus workers on corporate strategy? For human talent, compensation is important, is what they receive in 
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exchange for their services for the company. Over the years, remuneration became not only the payment to the worker but 

also a strategic management tool to develop and mobilize human capital, orienting the capabilities, attitudes and behavior 

of employees towards the achievement of business objectives (Katsikea, Theodosiou, & Morgan, 2015). 

Therefore, the objective of companies in terms of employees should be, retain, attract and motivate, these three facets are 

usually broken down into a list of purposes exposed below (Katsikea et al., 2015). 

1. Attract good professionals. 

2. Retain them selectively and performance motivation. 

3. Improve the work climate and employee satisfaction. 

4. Increase performance. 

5. Develop talent. 

6. To favor the cohesion of the teams and the synergy between units and departments. 

7. Promote the commitment and identification of employees with the interests of the company. 

8. Communicate objectives and strategy. 

9. Disseminate and give credibility to corporate values and philosophy.  

Why talent abandons organizations? All causes come together in one sole demotivation. It is enough to perceive, review 

and analyze what demotivates the members. 

The talent usually goes from the companies for the following reasons: 

1. The existence of 'tyrant' boss. 

2. Lack of autonomy and independence. 

3. Unfair internal policies. 

4. Problems in recognition. 

5. The organization is sinking. 

Job satisfaction or job happiness is an important pillar for organizations and to which attention should be paid, even more 

in the era of changing markets that we live. It is vital, for the survival of an organization, as well as for its permanence and 

progress, to have people aligned and happy in their work roles (Ward & King, 2017). 

To end a good work not only must have nice motivated, but also satisfied with their expectations within a company, the 

retribution should not be only economic, there are other factors such as, training, development, participation, reward, 

importance to your personal life, help in personal and children's education. In order to obtain the key objective: The 

strategic corporate alignment between managers and employees. 

4.5 The Organization Chart as an Integral Part of the Firm 

In this way, the organization chart is the graphic representation of the structure of an organization, with time it can be 

restructured, since, it is variable. Respond from human resources to work hand in hand with each area of the company, 

that is, a structure is ideal for planning and control. 

Then, Rydén, Ringberg, & Wilke (2015) affirm that, an organizational culture is clearly defined and identified in a 

company when it has: vision and shared values, collective sense of purpose, common mental models, natural leadership 

and unwritten rules that are lived in everydayness 

In this way, in most of the companies nobody is in charge of the processes, they almost do not realize it, does a 

company have a general manager who takes charge of the dispatch of the orders, of seeing that the products arrive to the 

clients? Probably not. Who is in charge of developing new products? All departments take part, but nobody is in charge. 

The companies of today consist of vertical structures. The person who verifies the credit of a client belongs to the credit 

department, which is part of the financial organization in the organization chart. Those who choose the items in the 

order work in the warehouse and probably depend on the manufacturing manager, those who are part of a process look 

inside their own department and up where their superior is, but, nobody looks out, where they are the client. The 

performance problems of companies lie in the inevitable consequence of the fragmentation of the process 

(López-Navarro & Camisón-Zornoza, 2003). 

It is important to understand that, in terms of processes, the results allow us to determine the importance of stakeholder 

participation in defining the objectives of the area, as well as to implement and develop them. These processes of 

involvement, make communication mechanisms achieve the necessary coordination, which will lead to the success of 
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the processes, determined to integrate the work teams, under a precise decision making in pursuit of compliance with 

financial and productive goals (Abubakar, Elrehail, Alatailat, & Elçi, 2017). 

Given the little communication existing in companies between one department and another, by vertical structures, it is 

caused that workers do not know who is each of the members of the organization, what are their responsibilities and 

how they should respond to the tasks of the company, in addition to its subordinates. In this way, Pikhart (2014) affirm 

that due to the lack of functional delimitation and, therefore, to the lack of conceptual unity in reference to the bodies 

that are responsible for business communication, it is difficult to establish a historical evolution of their structures. This 

is why at present the companies do not present economies of scale, that is, the importance of the internal relations of the 

organization to reduce risks, share responsibilities, vision towards the same objectives. Working aligned alleviates 

companies from having to hire personnel to reorganize, which due to poor programming requires a process again.  

Likewise, the inflexibility, insensibility, lack of directing the client, obsession with the activity rather than with the 

result. Business people know that factories, service facilities, and sales offices located far from the central office have to 

be treated as separate organizations, detached from each other and autonomous so that they function efficiently. New 

technologies free companies from this need to compromise. High bandwidth communication networks allow the central 

office to have the same information as the branches and see the data they use and vice versa in real time (Persson, 

2006). 

Connecting the organizational chart of the company with the technological advances and the process diagrams for each 

department is a good step to better understand the processes that constitute a company, exposing the names that indicate 

its initial state and its final state. 

In conclusion, the new organizational and managerial schemes mirror the way in which the organization thinks and 

operates, in search of a worker with the capacity to develop the company's objectives; the flexibility before the changes 

introduced by the organization; a flat, agile and modern structure that generates an atmosphere of work that encourages 

those who are part of it; a system that is based on the effectiveness of the process where success and risk are shared as 

mentioned above, creation of internal relationships based on networking; and a participatory work team in the actions of 

the organization. 

5. Methodology 

In the study of the problems in the internal communication of companies, a descriptive and empirical methodology is 

established to identify the diagnosis of low business productivity, through the realization 100 samples in count 

participated workers from different companies; the current state of its communication and thus establish the consequences 

of a poor organizational communication, based on the variables used, finding the flaws that affect many companies in the 

Colombian industry and the world, which leads to productive scenarios, based on the information gathered through 

exhaustive research, its quantitative and qualitative analysis responding to the objectives set out in the research. 

The variables used in the research are the following: 

The decrease in employee motivation affects the productivity of firms, this variable presents a high degree of importance 

(Kim & Patel, 2017), through the events that the employee lives in his workplace, he can feel very good or very bad and 

this triggers a short or long-term impact. 

Internal feedback generates information flow within the company, a variable that indicates that an efficient 

communication process requires the creation of a medium that enables the correct transmission of information as it is 

essential to develop any action. 

Relegating human talent to second place generates insufficiency in business competitiveness, human talent is paramount 

in a company and, depending on the importance given to it, and its effectiveness depends since the employee is the 

essence of management or business management. 

The difficulty of the workers to focus on the corporate strategy, since the problems of internal communication in the 

company, make it difficult to socialize goals and objectives. 

The organizational chart as an integral part of the company, since the organizational chart is the graphic representation of 

the organizational structure, as stated by Da Silva Gonçalves Zangiski, Pinheiro De Lima, & Gouvea Da Costa (2013) an 

organizational culture is defined in a company when it has shared vision and values, a collective sense of purpose, 

common mental models, natural leadership and unwritten rules that are lived in everyday life. 

6. Analysis and Result 

The results obtained are negative with respect to the satisfaction of the personnel of the companies, according to the level 

of communication that is handled by the company. The results indicate a level of lack in the planning, integration, and 

importance of human capital that different companies have, especially small and medium-sized companies, where 
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management considers these factors of study to be of little importance for the company to maximize its competitiveness, 

both in the administrative and productive scenario.  

Based on the information collected and the variables investigated, it is necessary for companies to introduce in their 

objectives and goals the importance of employee satisfaction as well as the human capital they have, taking into account 

that the decrease in employee motivation workers affect productivity, the lack of feedback within the company distorts the 

flow of information by raising the margin of error; In the same way, it is important that the human resource goes from a 

second plane to a close-up, where it is understood that this depends on the companies working successfully, in what way? 

Focusing the workers on the corporate strategy, bringing them closer to the mission, vision, objectives, and composition 

of the company regarding their organization that can be visualized through the organization chart. 

Table 1. Means, standard deviations and correlations 

Variables Mean S.D. 1 2 3 4 5 

Mission, vision and objectives 0,36 0,482 1 -0,06 -0,085 -0,039 1,00** 

Manage, plan and evaluate 0,37 0,485 

 

1 -0,10 0,255** -0,06 

Human talent 0,36 0,482 

  

1 0,09 -0,09 

Economic retribution 0,33 0,473 

   

1 -0,04 

Organization chart 0,36 0,482 

    

1 

** p < .05 

All correlations with an absolute value larger than 0.084 are significant at the level p< 0.05. Mean values and standard 

deviations are overall values of non-centered variables. Centering has no impact on standard errors and correlation 

coefficients. The correlation coefficients are within firm correlations. Given our use of a fixed effects model, we 

calculated correlations after subtracting for each variable the mean value of the respective firm from the value of the 

variable. 

Table 2. Simple Regression – Economic retribution vs. manage, plan & evaluate 

Model Sum Squares df Mean Squares F Sig, 

Regression 0,092 4 0,023 0,10 0,9826 

Residual 114,54 495 0,231394   

Total (Corr.) 114,632 499    

 

The table above (see Table 2) describes the decomposition of the variance of the study data, which were carried out in two 

components, one component of Regression and another component behind the groups. In addition, it was observed that 

the significance F in this study was 0.09826, which corresponds to the quotient between the estimated of Residual and the 

estimated within the groups analyzed; since the P value of the significance F is greater than or equal to 0.05, therefore 

there is no statistically significant difference among the measures of the 5 study variables, this presented by a level of 95% 

confidence. 
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Figure 1. The mediation model of human talent – economic retribution between mission, vision and objective 

looking for maximize the internal firms’ productivity. Unstandardized coefficients on the left and right to be 

competitive in the market. ** p < .05. 

 

According to Figure 1, it is observed that the ANOVA analysis is P value greater than .05, which indicates that there is no 

statistically significant relationship between the analyzed variables such as mission, vision & objectives in relation to 

managing, plan and evaluate, although it has a confidence level of 95% which is usual for the study, in the same way, it 

was obtained in the other measurements, except the variables economic retribution and manage, plan & evaluate it does 

has a relationship statistically significant, given that the ANOVA analysis highlights a P value less than -.05 at a 

confidence level of 95%, which highlights that a dynamic economy has a growth commensurate with the level of internal 

administration and strategic planning of companies, promoting high business productivity. It is also noted that the 

variables studied have a weak correlation coefficient according to the relationship it has. 

7. Conclusion 

To finalize this research, it is worth noting that organizational communication is a key element for the effective 

development of the productive activities of any company, which is configured in a positive way if the different variables 

that significantly affect this are identified and analyzed. Aspect, establishing a communicational structure according to the 

needs and requirements of each organization. That is why communication is of great importance in companies, according 

to the empirical data thrown by the sample studied; therefore, the correlation provided an analysis in which the 

entrepreneurs are weak in decision making, as to generate a good working environment, perceived by the correlation 

analysis of P value, in which it is observed that the variables (economic retribution and manage, plan & evaluate) have a 

significant correlation at a statistical level, so, it means that employees require more communicative dynamics in the face 

of productivity needs, compared to variables that do not have a significant correlation in the study. However, it is 

necessary to bear in mind that communication helps the company to be more efficient and improve its performance. 

As expressed in this research, communication is a component which facilitates business management to be carried out in 

a successful manner; and it is that the good management of this, helps to maintain the organization, that is to say, that the 

companies that wish to stand out in the businesses must have a protocol of communication like an exclusive subject, since 

according to the sample of the study threw data where permeates the need to manage an internal integration of companies, 

with the purpose of having teamwork, and this will contribute to increasing competitiveness. 

Then, with the intention that organizational communication becomes more efficient, companies should seek to implement 

feedback of the information received, as well as an optimal use of communication resources, both internal and external to 

the organization, in order to achieve the strategic objectives proposed in the research, and these will be achieved by 

putting operational lines and the structural environment of the companies into action. 

  

.373 / .7001

.238 / .0104**
.328 / .3526

 .391 / .4001

.381 / .5735

.397 / 0,3217

Mission, vision 

and objectives

Organization 

chart

Human talent

Economic 

retribution

Manage, plan and 

evaluate

.381 / .5735
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