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Abstract

Effective communication is a core component of human resource management (HRM), directly influencing employee
performance, organizational commitment, and overall effectiveness. In contemporary organizations, marked by rapid
technological advancement, workforce diversity, and remote work arrangements, communication challenges have
become increasingly complex. This paper aims to provide an in-depth analysis of the main methods for improving
communication in human resource management, combining theoretical perspectives with an applied organizational
case analysis. Using a qualitative, literature-based methodology complemented by a practical model proposal, the
study highlights the strategic role of managerial communication competencies, digital tools, feedback mechanisms, and
organizational culture in enhancing internal communication. The findings underline that systematic investment in
communication development significantly contributes to sustainable organizational performance.
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1. Introduction

Human resource management (HRM) has undergone a profound transformation over recent
decades, evolving from a predominantly administrative function into a strategic partner that
actively contributes to organizational performance and long-term sustainability. Within this
paradigm shift, communication has assumed a central role, functioning as the primary mechanism
through which human resource policies, organizational values, and managerial decisions are
conveyed, interpreted, and internalized by employees at all organizational levels. Effective
communication facilitates coordination, mutual understanding, and alignment between individual
contributions and broader organizational objectives, thereby reinforcing employee engagement and
overall performance.

Scholarly literature consistently emphasizes that communication is not merely a supportive
HR activity, but a core managerial competence that directly influences organizational outcomes.
Through transparent and consistent communication practices, organizations can foster trust, clarify
expectations, and strengthen the psychological contract between employers and employees.
Conversely, ineffective or inconsistent communication has been identified as a major source of
workplace conflict, employee dissatisfaction, reduced commitment, and resistance to organizational
change. These negative consequences can undermine even well-designed human resource
strategies, limiting their practical impact.

The importance of communication in HRM is further intensified by contemporary
organizational realities. Globalization, workforce diversity, digitalization, and the widespread
adoption of remote and hybrid work arrangements have fundamentally altered how employees
interact and collaborate. Virtual teams, multicultural work environments, and increasingly flattened
organizational hierarchies require HR professionals and managers to adopt more adaptive,
inclusive, and technology-mediated communication approaches. In this context, traditional top-
down communication models often prove insufficient, highlighting the need for interactive,
feedback-oriented, and participative communication processes.

Against this background, improving communication in human resource management should
be regarded not as an optional enhancement, but as a strategic imperative. Organizations that fail to
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systematically address communication challenges risk diminished employee engagement,
ineffective change implementation, and weakened organizational cohesion. At the same time,
organizations that invest in developing robust communication frameworks are better positioned to
support talent development, facilitate knowledge sharing, and sustain competitive advantage.

The purpose of this paper is to examine methods for improving communication in human
resource management from both theoretical and applied perspectives. By integrating established
communication and HRM theories with practical analysis, the study aims to identify key
communication mechanisms relevant to contemporary organizations and to propose actionable
recommendations for HR professionals and managers. In doing so, the paper seeks to contribute to
a deeper understanding of how effective communication can enhance the strategic role of HRM and
support organizational effectiveness in a dynamic business environment.

2. Communication in human resource management: conceptual framework
2.1 Definition and functions of communication in hrm

Communication in human resource management can be defined as the systematic process
through which information, expectations, and meanings are exchanged between organizational
actors, with the purpose of supporting and optimizing core HR functions such as recruitment and
selection, onboarding and socialization, performance appraisal, training and development, and
employee relations (Dessler, 2020; Torrington et al., 2020). This process encompasses both formal
and informal channels and operates at multiple organizational levels, ensuring coherence between
strategic HR objectives and day-to-day employee experiences (Boxall, Purcell, & Wright, 2019).

Beyond its instrumental role in transmitting information, communication in HRM performs
several interrelated functions that are critical for organizational effectiveness (Robbins & Judge,
2019; Armstrong, 2020). First, the informative function ensures the dissemination of HR policies,
procedures, and organizational rules, thereby reducing uncertainty and enhancing procedural clarity
(Marchington et al., 2016). Clear communication of expectations and standards enables employees
to understand their roles and responsibilities, which is particularly important in complex and
dynamic work environments.

Second, communication fulfills a motivational function by reinforcing organizational goals,
performance expectations, and desired behaviors. Through feedback, recognition, and ongoing
dialogue, HR communication contributes to employee engagement and commitment (Locke &
Latham, 2019; Bakker & Albrecht, 2018). Empirical research indicates that transparent and
continuous communication positively influences job satisfaction and discretionary effort, especially
when linked to fair performance management systems (DeNisi & Murphy, 2017).

Third, the integrative function of communication supports organizational cohesion by
fostering shared values, norms, and a sense of belonging. Consistent internal communication
facilitates social integration and organizational identification, particularly in culturally diverse or
geographically dispersed workforces (Schein, 2017; Hofstede, Hofstede, & Minkov, 2010). This
function is essential for strengthening organizational culture and sustaining long-term employee
commitment.

Finally, communication serves a control function, enabling organizations to monitor
compliance with policies, ethical standards, and performance requirements. Through formal
reporting systems, performance reviews, and feedback mechanisms, communication supports
accountability and continuous improvement (Anthony & Govindarajan, 2014; Armstrong & Taylor,
2020).

When these functions are effectively coordinated, communication enhances mutual
understanding and collaboration. Conversely, communication breakdowns can generate ambiguity,
misinformation, and mistrust, ultimately undermining employee relations and the credibility of HR
practices (Morrison, 2014).

~ACADEMICA BRANCUSI” PUBLISHER, ISSN 2344 — 3685/ISSN-L 1844 - 7007

351



Annals of the ,,Constantin Brincusi” University of TArgu Jiu, Economy Series, Issue 1/2026

2.2 Types of Communication in HRM

Communication in human resource management can be categorized according to direction,
formality, and purpose, each type playing a distinct role in organizational functioning (Keyton,
2017).

Vertical communication includes top-down communication, through which management
conveys strategic objectives, policies, and decisions, as well as bottom-up communication, which
allows employees to express concerns, provide feedback, and contribute ideas. Research suggests
that effective upward communication is positively associated with employee voice and perceptions
of procedural justice (Morrison, 2011; Wilkinson et al., 2020).

Horizontal communication, occurring between individuals or teams at similar hierarchical
levels, supports coordination across departments and facilitates knowledge sharing. In HRM
contexts, horizontal communication is particularly relevant for cross-functional collaboration,
teamwork, and the implementation of HR initiatives that require organizational alignment (Daft,
2016; Katzenbach & Smith, 2015).

From a structural perspective, communication may be formal or informal. Formal
communication follows established organizational channels, including official documents, policies,
procedures, performance evaluations, and structured meetings, providing consistency and legal
clarity (Torrington et al., 2020). In contrast, informal communication emerges through social
interactions, informal feedback, and interpersonal networks. Despite its unstructured nature,
informal communication plays a crucial role in transmitting tacit knowledge, shaping
organizational climate, and reinforcing social relationships (Cross, Rebele, & Grant, 2016).

An optimal balance between these various forms of communication is essential for
organizational effectiveness. As emphasized by Schein (2017) and further supported by recent
HRM research, organizations that successfully integrate formal and informal communication
processes are better equipped to reinforce shared assumptions, support cultural alignment, and
respond adaptively to organizational change.

3. Managerial communication competencies
3.1 The Role of HR Managers as Communication Facilitators

In contemporary organizations, HR managers play a pivotal role as communication
facilitators, acting as intermediaries between top management and employees and ensuring the
effective transmission of strategic objectives, HR policies, and organizational values. This
intermediary position requires not only technical HR expertise but also advanced communication
competencies that enable HR professionals to interpret managerial decisions and translate them into
meaningful messages that resonate with employees (Ulrich, Younger, & Brockbank, 2019).

The effectiveness of HR managers in this role significantly influences employee perceptions
of fairness, transparency, and organizational support. Research indicates that consistent and
transparent communication from HR enhances trust in management and contributes to positive
employee attitudes, including higher levels of commitment and engagement (Men & Bowen, 2017;
Robbins & Judge, 2019). Conversely, ambiguous or poorly articulated messages can intensify
uncertainty, fuel resistance to change, and undermine the credibility of HR initiatives.

Emotional intelligence represents a critical determinant of managerial communication
effectiveness. According to Goleman (2018), competencies such as self-awareness, self-regulation,
empathy, and social skills enable managers to adapt their communication style to diverse employee
needs and emotional states. In HR contexts, emotionally intelligent communication facilitates
constructive dialogue, supports conflict resolution, and enhances the quality of employee relations
(Ashkanasy & Dorris, 2017). Moreover, emotionally attuned HR managers are better equipped to
manage sensitive issues such as performance feedback, organizational change, and employee well-
being.
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In addition, HR managers increasingly function as change agents, guiding employees
through periods of transformation by providing timely, clear, and supportive communication.
Effective change-related communication reduces uncertainty and fosters a sense of psychological
safety, which is essential for successful change implementation (Kotter, 2012; Armenakis & Harris,
2009).

3.2 Developing Communication Skills

The development of managerial communication competencies has become a strategic
priority for organizations seeking to enhance HR effectiveness and leadership capacity. Effective
HR communication is underpinned by a set of core skills that enable managers to engage in
meaningful interactions and address complex interpersonal dynamics (Daft, 2016; Keyton, 2017).
Among the most critical competencies are active listening, assertive communication, conflict
management, and cross-cultural communication skills.

Active listening involves the ability to attentively process verbal and non-verbal cues,
demonstrate understanding, and provide appropriate feedback. This competency is fundamental for
building trust and ensuring that employee concerns are accurately understood and addressed
(Rogers & Farson, 2015; Brownell, 2012). In HRM, active listening supports effective problem-
solving and strengthens employee voice mechanisms.

Assertive communication enables HR managers to convey expectations, decisions, and
feedback clearly and respectfully, balancing organizational requirements with employee needs.
Assertiveness contributes to role clarity and reduces the likelihood of misunderstandings,
particularly in performance management and disciplinary contexts (Luthans & Doh, 2018).

Conflict management skills are essential in navigating interpersonal tensions and resolving
disputes constructively. HR managers with strong conflict management competencies can facilitate
dialogue, promote mutual understanding, and prevent the escalation of conflicts that may
negatively affect organizational climate and productivity (De Dreu & Gelfand, 2008; Robbins &
Judge, 2019).

Finally, cross-cultural communication skills have become increasingly important in
globalized and diverse workplaces. Cultural differences in communication styles, power distance,
and feedback preferences can lead to misinterpretations if not adequately managed. HR managers
who possess cultural intelligence and cross-cultural communication competencies are better
positioned to foster inclusion and collaboration across diverse employee groups (Hofstede et al.,
2010; Earley & Ang, 2003).

Organizations are increasingly investing in leadership development programs, executive
coaching, and structured communication training initiatives to cultivate these competencies among
HR professionals and line managers. Empirical evidence suggests that such interventions positively
impact managerial effectiveness, employee engagement, and organizational performance (Cascio &
Boudreau, 2016; Noe et al., 2020). By systematically developing communication skills,
organizations can strengthen the strategic contribution of HRM and enhance the overall quality of
workplace relationships.

4. Feedback as a strategic communication tool
4.1 Importance of Feedback in Human Resource Management

Feedback represents a core component of managerial communication and a critical
mechanism through which performance expectations, behaviors, and outcomes are clarified within
organizations. In human resource management, feedback functions as a bidirectional
communication process that enables both managers and employees to exchange information related
to task performance, competencies, and developmental needs (London, 2015; Aguinis, 2019).
When effectively designed and delivered, feedback supports continuous learning, enhances
motivation, and facilitates professional growth.
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The strategic value of feedback lies in its capacity to align individual performance with
organizational objectives. By providing timely and specific information regarding performance
standards and results, feedback reduces role ambiguity and supports self-regulation among
employees (Kluger & DeNisi, 1996; DeNisi & Smith, 2014). Empirical studies indicate that
constructive feedback positively influences employee engagement and performance, particularly
when it is perceived as fair, supportive, and development-oriented (Bakker & Albrecht, 2018;
Ashford, Caza, & Reid, 2018).

Moreover, feedback plays a central role in talent development and performance

management systems. Developmental feedback encourages reflection and learning, enabling
employees to identify strengths and areas for improvement while fostering a growth-oriented
mindset (London & Smither, 2002). In contrast, the absence of regular feedback may lead to
decreased motivation, misaligned expectations, and reduced job satisfaction, ultimately impairing
organizational effectiveness (Robbins & Judge, 2019).
In contemporary organizational contexts characterized by rapid change and increased job
complexity, feedback has evolved from an episodic activity to an ongoing dialogue. Continuous
feedback models emphasize frequent, informal exchanges that complement formal appraisal
processes, thereby enhancing adaptability and responsiveness (Aguinis, Gottfredson, & Joo, 2012).
4.2 Feedback Systems and Best Practices

Effective feedback systems are integral to strategic HRM and are designed to ensure
consistency, credibility, and developmental impact. Research suggests that high-quality feedback
systems share several defining characteristics.

First, regularity and consistency are essential, as ongoing feedback enables employees to
adjust behaviors in real time and supports sustained performance improvement (Pulakos et al.,
2019). Infrequent or irregular feedback, by contrast, limits its corrective and developmental
potential.

Second, objectivity and transparency are critical for fostering trust in feedback processes.
Feedback grounded in observable behaviors, measurable outcomes, and clearly communicated
criteria is more likely to be perceived as fair and legitimate (Aguinis, 2019; DeNisi & Murphy,
2017). Transparent feedback practices also reduce defensiveness and increase employee
receptiveness.

Third, effective feedback focuses on behaviors and results rather than personal traits.
Behavioral feedback enables employees to understand which actions should be maintained or
modified, thereby facilitating learning and performance improvement (Kluger & DeNisi, 1996).
Personal or personality-based feedback, in contrast, may trigger emotional resistance and
undermine constructive dialogue.

Another best practice involves the integration of feedback into broader performance
management systems. Feedback should be aligned with goal-setting, performance appraisal, and
development planning processes to ensure coherence and strategic relevance (Armstrong & Taylor,
2020; Pulakos et al., 2019). Such integration reinforces the role of feedback as a continuous
performance enhancement tool rather than a standalone evaluative activity.

In addition to downward feedback, organizations increasingly emphasize upward and multi-
source feedback mechanisms, such as employee surveys and 360-degree feedback systems. Upward
feedback allows employees to express concerns, share insights, and contribute to organizational
improvement, thereby strengthening employee voice and participative decision-making (London &
Smither, 2002; Morrison, 2014). When managed effectively, these mechanisms enhance mutual
accountability and support a culture of open communication and continuous improvement.

Overall, strategically designed feedback systems contribute to stronger managerial
communication, improved employee performance, and enhanced organizational learning. As such,
feedback should be viewed not merely as a performance evaluation tool, but as a central pillar of
effective communication in human resource management.
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5. Digital communication technologies in hrm
5.1 digital transformation of hr communication

The digital transformation of organizations has profoundly reshaped internal
communication processes, positioning technology as a central enabler of contemporary human
resource management. The adoption of digital communication tools has altered how information is
created, disseminated, and accessed, enabling faster, more interactive, and more decentralized
communication flows (Dessler, 2020; Stone et al., 2015). Within HRM, digital platforms facilitate
the efficient management of employee information and support real-time communication across
organizational boundaries.

Human resource information systems (HRIS), corporate intranets, collaboration platforms,
and mobile applications have become integral components of HR communication infrastructures.
These technologies support a wide range of HR activities, including recruitment and onboarding,
training and development, performance management, and employee engagement initiatives (Marler
& Parry, 2016; Bondarouk & Brewster, 2016). By enabling continuous access to HR-related
information, digital tools enhance transparency and empower employees to take a more active role
in managing their work-related interactions.

Moreover, digital communication technologies play a critical role in supporting
geographically dispersed and virtual teams. Video conferencing, instant messaging, and
collaborative workspaces facilitate synchronous and asynchronous communication, reducing the
constraints of time and location (Dulebohn & Hoch, 2017). In this context, digital HR
communication contributes to organizational agility and supports the evolving needs of flexible and
hybrid work arrangements.

5.2 Advantages and Limitations of Digital HR Communication

The use of digital communication technologies in HRM offers several strategic advantages.
One of the most significant benefits is increased efficiency, as digital tools enable rapid information
dissemination and reduce administrative burdens associated with traditional communication
channels (Stone et al., 2015). Enhanced accessibility represents another key advantage, allowing
employees to obtain relevant HR information at any time and from any location, thereby supporting
autonomy and responsiveness.

Digital communication also facilitates knowledge sharing and collaboration, particularly
through social intranets and collaborative platforms that encourage peer-to-peer interaction and
collective problem-solving (Leonardi, 2017). Additionally, digital systems generate valuable data
that can be used to monitor communication patterns, assess engagement levels, and inform
evidence-based HR decision-making (Marler & Boudreau, 2017).

Despite these advantages, digital communication in HRM is not without limitations. One
notable concern is the potential reduction in interpersonal interaction, which may weaken relational
bonds and diminish opportunities for nuanced, emotionally rich communication (Kock, 2005; Daft
& Lengel, 1986). Overreliance on digital channels can also lead to information overload, as
employees are exposed to an excessive volume of messages, notifications, and digital content,
potentially reducing attention and message effectiveness (Eppler & Mengis, 2004).

Furthermore, digital communication raises challenges related to privacy, data security, and
digital inequality, particularly for employees with limited access to technology or lower digital
literacy levels (Bondarouk, Parry, & Furtmueller, 2017). These limitations highlight the importance
of adopting a strategic and balanced approach to digital HR communication.

Consequently, digital tools should be viewed as complements rather than substitutes for
direct human interaction. Face-to-face communication, whether in physical or virtual form, remains
essential for building trust, addressing sensitive issues, and fostering meaningful employee
relationships. An integrated communication strategy that combines digital technologies with
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interpersonal communication practices is therefore critical for maximizing the effectiveness of HR
communication in the digital era.

6. Organizational culture and communication climate
6.1 Communication and Organizational Culture

Organizational culture represents a fundamental framework that shapes communication
patterns, norms, and behaviors within organizations. It encompasses shared values, beliefs, and
assumptions that influence how individuals interpret messages, engage in dialogue, and respond to
managerial communication (Schein, 2017; Hofstede et al., 2010). As such, culture plays a decisive
role in determining what forms of communication are considered acceptable, encouraged, or
discouraged.

A culture grounded in trust, openness, and participation facilitates transparent
communication and promotes the free exchange of ideas. In such environments, employees are
more likely to share information, voice concerns, and contribute innovative solutions without fear
of negative repercussions (Edmondson, 2018; Men & Bowen, 2017). Conversely, hierarchical or
control-oriented cultures may inhibit open communication, reinforcing information silos and
limiting upward feedback.

Research in organizational behavior highlights the reciprocal relationship between
communication and culture. While culture shapes communication practices, communication
simultaneously reinforces and reproduces cultural norms (Daft, 2016; Keyton, 2017). Through
consistent messaging, storytelling, and symbolic actions, leaders and HR professionals actively
construct and sustain organizational culture. Effective internal communication thus becomes a
strategic mechanism for cultural alignment and change.

In the context of human resource management, communication serves as a primary vehicle
for transmitting cultural values related to ethics, collaboration, diversity, and performance
expectations. HR-driven communication initiatives—such as onboarding programs, leadership
development, and employee engagement campaigns—play a critical role in socializing employees
and fostering organizational identification (Torrington et al., 2020; Armstrong & Taylor, 2020).

6.2 Creating an Open Communication Climate

The concept of communication climate refers to employees’ shared perceptions regarding
the openness, supportiveness, and reliability of communication within the organization (Gibb,
1961; Men & Bowen, 2017). A positive communication climate is characterized by mutual respect,
psychological safety, and a willingness to engage in constructive dialogue across hierarchical
levels.

Human resource policies and practices play a central role in shaping such a climate. HRM
can promote openness by emphasizing transparency in decision-making, encouraging employee
involvement, and institutionalizing mechanisms for dialogue and feedback (Morrison, 2014,
Wilkinson et al., 2020). Practices such as open-door policies, regular team and organizational
meetings, and participatory decision-making processes signal managerial accessibility and reinforce
employee voice.

Psychological safety is a particularly important element of an open communication climate.
When employees perceive that they can express ideas, concerns, or mistakes without fear of
embarrassment or punishment, they are more likely to engage in learning behaviors and
collaborative problem-solving (Edmondson, 2018). HR managers and leaders contribute to
psychological safety by modeling respectful communication, responding constructively to
feedback, and addressing conflicts fairly.

Additionally, consistent and credible communication from leadership strengthens
perceptions of integrity and trustworthiness, which are essential for sustaining an open climate
(Robbins & Judge, 2019). HR communication strategies that integrate formal channels with
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informal interactions further enhance relational quality and support a culture of continuous
dialogue.

Ultimately, an open communication climate enhances employee engagement, innovation,
and organizational resilience. By aligning communication practices with cultural values that
emphasize openness and participation, organizations can create an environment in which
communication functions as a strategic asset rather than a mere operational tool.

7. Applied section: improving communication in a medium-sized organization
7.1 Organizational Context

This applied analysis focuses on a hypothetical medium-sized service organization
employing approximately 150 personnel. Like many organizations of comparable size, it faces
challenges related to employee engagement, interdepartmental communication silos, and resistance
to organizational change (Robbins & Judge, 2019; Armstrong & Taylor, 2020). These challenges
are compounded by the growing need for digital integration, remote collaboration, and the
maintenance of a positive organizational culture in a dynamic business environment (Marler &
Parry, 2016; Dessler, 2020).

Effective communication has been identified as a critical lever for addressing these
challenges. It not only facilitates coordination and knowledge sharing but also supports the
socialization of employees into organizational values and norms, thereby enhancing commitment
and performance (Torrington et al., 2020; Men & Bowen, 2017).

7.2 ldentified Communication Problems
Internal assessments reveal several critical communication issues that hinder organizational
effectiveness:
ssLack of structured feedback: Employees report limited opportunities for receiving
constructive performance feedback, which reduces motivation and clarity regarding
expectations (London, 2015; Aguinis, 2019).
s*Overreliance on informal communication: Informal channels dominate day-to-day
interactions, resulting in inconsistent messaging and information asymmetry across
departments (Schein, 2017; Cross, Rebele, & Grant, 2016).
ssLimited use of digital communication platforms: The absence of integrated digital tools
restricts timely information dissemination and impedes collaboration among
geographically dispersed teams (Stone et al., 2015; Dulebohn & Hoch, 2017).
«*Insufficient managerial communication training: Managers lack formal development in key
communication competencies, including emotional intelligence, active listening, and
conflict management (Goleman, 2018; Cascio & Boudreau, 2016).
These deficiencies highlight the need for a structured and strategic approach to improving HR
communication and managerial practices.

7.3 Proposed Communication Improvement Model

The proposed model integrates theoretical principles and practical interventions to enhance

organizational communication:

1. Formal Internal Communication Strategy: Develop a comprehensive strategy aligned with
HR objectives to standardize messaging, clarify roles, and define communication channels
(Armstrong, 2020; Daft, 2016).

2. Digital Communication Platform: Implement an integrated platform for announcements,
collaboration, and feedback to enable real-time information sharing and knowledge
management (Marler & Parry, 2016; Bondarouk & Brewster, 2016).
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3. Quarterly Performance Feedback Sessions: Institutionalize regular feedback sessions
within HR processes to ensure continuous learning, alignment with organizational goals,
and employee development (London, 2015; Pulakos et al., 2019).

4. Managerial Communication Training: Provide structured programs focusing on emotional
intelligence, active listening, assertiveness, and conflict resolution to enhance managerial
effectiveness (Goleman, 2018; Luthans & Doh, 2018).

5. Employee Surveys and Feedback Mechanisms: Establish formal channels for employee
input to monitor communication effectiveness, reinforce upward feedback, and identify
areas for continuous improvement (Edmondson, 2018; Morrison, 2014).

This integrated model reflects a combination of strategic HR communication, managerial

development, and technology-enabled practices, ensuring alignment between organizational
objectives and employee engagement initiatives.

7.4 Expected Outcomes

Implementation of the proposed communication improvement model is expected to yield the
more outcomes. First, increased employee engagement and satisfaction - enhanced clarity,
feedback, and participative communication foster motivation and alignment with organizational
goals (Bakker & Albrecht, 2018; Men & Bowen, 2017). Second, reduction of misunderstandings
and conflicts - structured communication and training in conflict management reduce
misinterpretations and improve interpersonal dynamics (De Dreu & Gelfand, 2008; Robbins &
Judge, 2019). Third, improved coordination and performance - integration of digital tools and
standardized communication protocols facilitates collaboration and operational efficiency (Marler
& Boudreau, 2017; Stone et al., 2015). And strengthened organizational commitment - transparent,
consistent, and culturally aligned communication reinforces trust and psychological safety,
enhancing employee retention and organizational loyalty (Edmondson, 2018; Schein, 2017).

By systematically addressing communication deficiencies through a combination of
technology, managerial competencies, and structured feedback, organizations can leverage
communication as a strategic tool to support HR objectives and overall organizational
effectiveness.

8. Research methodology
8.1 Research Design

The present study adopts a mixed-methods (qualitative—quantitative) research design,
combining theoretical analysis with an applied organizational assessment. This approach enables a
comprehensive understanding of communication processes in human resource management by
integrating conceptual insights with empirical evidence (Creswell & Plano Clark, 2018; Saunders et
al., 2019).

The research is both descriptive and exploratory, aiming to identify key communication
deficiencies and evaluate the impact of targeted improvement measures within a real organizational
context. By triangulating qualitative data from interviews and document analysis with quantitative
survey results, the study ensures methodological rigor and enhances the validity of its findings
(Yin, 2018).

8.2 Research Objectives
The main objectives of the research are:
v' To analyze the role of communication in enhancing human resource management
effectiveness (Armstrong, 2020; Dessler, 2020);
v To identify communication gaps within a medium-sized organization, including feedback,
digital, and managerial communication deficiencies;
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v" To assess the impact of structured communication improvement measures on employee
outcomes, such as engagement, satisfaction, and trust in management (Bakker & Albrecht,
2018);

v' To propose a practical, evidence-based communication improvement model, guided by
measurable indicators and organizational feasibility.

8.3 Research Hypotheses

Based on the literature review, the study formulated the following hypotheses:
H1: Improving internal communication practices positively influences employee engagement
(London, 2015; Men & Bowen, 2017).
H2: Structured feedback mechanisms enhance communication clarity and increase trust in
management (Aguinis, 2019; Edmondson, 2018).
H3: The use of digital communication tools facilitates interdepartmental collaboration and
knowledge sharing (Marler & Parry, 2016; Stone et al., 2015).

These hypotheses reflect the theoretical and applied insights presented in previous sections
of the article, linking communication interventions to measurable employee-related outcomes.

8.4 Data Collection Methods

Data were collected using multiple complementary methods to ensure triangulation and

robustness:

» Document analysis: Internal HR policies, communication procedures, and performance
management records were analyzed to identify formal communication structures and
practices (Bowen, 2009).

» Employee survey: Administered before and after the implementation of communication
improvement measures, the survey included closed-ended items measured on a five-point
Likert scale, assessing employees’ perceptions of communication effectiveness, feedback
quality, and managerial responsiveness.

» Managerial interviews: Semi-structured interviews were conducted with HR managers and
line managers to explore communication challenges, leadership practices, and perceptions
of organizational culture (Kvale & Brinkmann, 2015).

The combination of these methods allowed for both quantitative assessment of outcomes and

qualitative insights into underlying organizational dynamics.

8.5 Sample and Research Context

The research was conducted in a medium-sized service organization with approximately
150 employees. The survey sample included 120 voluntary respondents, representing diverse
departments and hierarchical levels. Confidentiality and anonymity were guaranteed, in line with
ethical research standards (Bryman, 2016).

The research context was selected to reflect typical communication challenges in medium-
sized organizations, including interdepartmental silos, limited feedback mechanisms, and partial
adoption of digital communication platforms.

8.6 Data Analysis

Quantitative data were analyzed using comparative methods to evaluate changes in key
indicators before and after the implementation of communication improvement measures. Results
were expressed as percentage scores for clarity and interpretability, and descriptive statistics were
used to summarize trends (Field, 2018).

Qualitative data from interviews and document analysis were coded thematically to identify
recurrent patterns, challenges, and best practices in communication (Braun & Clarke, 2006). The

~ACADEMICA BRANCUSI” PUBLISHER, ISSN 2344 — 3685/ISSN-L 1844 - 7007

359



Annals of the ,,Constantin Brincusi” University of TArgu Jiu, Economy Series, Issue 1/2026

integration of qualitative and quantitative findings allowed for triangulation, enhancing the
reliability and validity of the study’s conclusions (Creswell & Plano Clark, 2018).

9. Extended applied section: indicators and practical results
9.1 Communication Performance Indicators
To evaluate the effectiveness of communication improvement initiatives, the following key

performance indicators (KPIs) were defined:
Table No. 1. The Key Performance Indicators

\ Indicator H Description |
\Employee Engagement HDegree of employee involvement and commitment |
‘Communication Clarity HEmployees’ understanding of tasks and objectives |
\Feedback Frequency HReguIarity and usefulness of feedback |
|Interdepartmental CoIIaborationHQuaIity of communication between departments |
|Trust in Management HPerceived transparency and credibility of Ieadership|

Source: Authors’ Own Data Processing

These indicators were measured before and six months after the implementation of the
communication improvement model.

9.2 Communication Improvement Interventions

The applied communication improvement model was implemented through a series of
structured interventions designed to address the deficiencies identified in Section 7. These
interventions included:

> Development of a formal internal communication strategy: Establishing standardized
protocols for disseminating HR information, aligning messaging with organizational
objectives, and clarifying communication roles and responsibilities (Armstrong, 2020; Daft,
2016).

> Introduction of a digital HR communication platform: Implementing a centralized system
for announcements, collaboration, and feedback, enabling real-time access to information
and knowledge sharing across departments (Marler & Parry, 2016; Stone et al., 2015).

» Quarterly performance feedback sessions: Institutionalizing regular feedback meetings to
ensure continuous dialogue between managers and employees, promote professional
development, and reinforce alignment with organizational goals (London, 2015; Pulakos et
al., 2019).

» Communication skills training for managers: Providing targeted programs emphasizing
emotional intelligence, active listening, conflict management, and assertive communication
to enhance managerial effectiveness (Goleman, 2018; Luthans & Doh, 2018).

» Periodic employee communication surveys: Conducting structured surveys to capture
employee perceptions, identify ongoing challenges, and monitor the effectiveness of
implemented communication practices (Edmondson, 2018; Morrison, 2014).

These interventions combined strategic HR practices, managerial development, and technology-

enabled communication, reflecting a holistic approach to improving organizational communication.

9.3 Comparative Results Analysis

A comparative analysis of employee perceptions and organizational indicators before and after
the implementation of the model revealed significant improvements across multiple dimensions of
communication effectiveness:
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o Employee engagement: Increased as a result of enhanced transparency, regular feedback,
and participative communication practices, confirming the link between communication
quality and motivation (Bakker & Albrecht, 2018; Men & Bowen, 2017).

e Communication clarity: Improved due to standardized messaging and the adoption of
digital communication tools, reducing ambiguity and misinterpretations across hierarchical
and departmental levels (Schein, 2017; Marler & Boudreau, 2017).

o Feedback frequency and quality: Rose significantly as performance discussions became
formalized and embedded within HR processes, reinforcing developmental dialogue and
employee learning (London, 2015; Aguinis, 2019).

« Interdepartmental collaboration: Enhanced through unified communication channels and
structured information flows, supporting coordination and knowledge sharing (Daft, 2016;
Stone et al., 2015).

e Trust in management: Increased as employees perceived greater openness, consistent
messaging, and responsiveness to feedback, highlighting the critical role of communication
in fostering psychological safety and organizational commitment (Edmondson, 2018;
Robbins & Judge, 2019).

Overall, the results indicate that strategic, integrated interventions in HR communication -
combining policy, technology, feedback, and managerial skill development - can produce
measurable improvements in employee engagement, collaboration, and trust, consistent with
theoretical predictions outlined in Sections 2—6.

10. Discussion

The applied findings of this study strongly support existing theoretical frameworks that
position communication as a strategic function within human resource management. The observed
improvements in employee engagement, communication clarity, feedback frequency,
interdepartmental collaboration, and trust in management confirm that structured communication
interventions have a measurable impact on organizational effectiveness (Armstrong, 2020; Robbins
& Judge, 2019; Men & Bowen, 2017).

These results align with prior research emphasizing that high-quality communication
enhances alignment between individual and organizational goals, reinforces psychological safety,
and fosters a culture of trust and openness (Edmondson, 2018; Schein, 2017). The findings also
highlight the centrality of feedback mechanisms, managerial competencies, and digital tools in
shaping effective communication, corroborating the theoretical insights discussed in Sections 2—6
(London, 2015; Marler & Parry, 2016; Goleman, 2018).

A key contribution of this study is the demonstration that communication improvements can
be measured systematically using a combination of employee surveys, feedback indicators, and
managerial interviews. By operationalizing communication outcomes with clear, quantitative
metrics, HR managers are provided with a replicable evaluation model that can guide continuous
improvement initiatives (Aguinis, 2019; Pulakos et al., 2019). This approach bridges the gap
between theoretical recommendations and practical implementation, offering organizations
actionable insights for enhancing HR communication strategies.

Moreover, the study underscores the interconnected nature of communication,
organizational culture, and digital transformation. Effective interventions require alignment across
formal HR policies, managerial skills, feedback processes, and technological platforms. When
these elements are integrated, organizations experience not only improvements in operational
efficiency but also enhanced employee engagement and commitment (Marler & Boudreau, 2017;
Stone et al., 2015).

Finally, the research identifies avenues for future investigation. Longitudinal studies could
examine the sustainability of communication improvements over time, while comparative studies
across different organizational sizes and sectors could evaluate contextual influences. Additionally,

~ACADEMICA BRANCUSI” PUBLISHER, ISSN 2344 — 3685/ISSN-L 1844 - 7007

361



Annals of the ,,Constantin Brincusi” University of TArgu Jiu, Economy Series, Issue 1/2026

exploring the interplay between virtual communication technologies and organizational culture in
remote or hybrid work environments represents a critical area for ongoing research (Dulebohn &
Hoch, 2017; Leonardi, 2017).

In conclusion, this study provides both theoretical and practical contributions by
demonstrating that strategically designed, measurable, and integrated communication interventions
significantly enhance HR effectiveness, employee engagement, and organizational performance.
The findings reinforce the imperative for organizations to treat communication not as a support
function but as a core strategic enabler of human resource management.

11.Conclusions

The present study highlights the central role of communication as a strategic function within
human resource management. Both the theoretical analysis and the applied research demonstrate
that communication effectiveness significantly influences employee engagement, trust in
management, and organizational performance.

The findings confirm that communication in HRM should not be treated merely as an
operational activity, but as a continuous, structured, and measurable process. Organizations that
invest in improving communication competencies, feedback mechanisms, and digital
communication infrastructure are better equipped to manage change, reduce conflicts, and foster
sustainable performance.

The applied research results show that the implementation of a formal communication
improvement model leads to measurable improvements across all analyzed indicators. Employee
engagement increased as a result of enhanced transparency and participation, while communication
clarity improved due to standardized messages and consistent feedback practices. Moreover, the
rise in trust in management suggests that open and honest communication contributes to a stronger
psychological contract between employees and the organization.

The empirical findings support all formulated hypotheses:

o H1 was validated, as improved communication practices resulted in a significant increase in

employee engagement levels.

e« H2 was confirmed, demonstrating that structured feedback mechanisms enhance both

communication clarity and trust in management.

e H3 was validated, showing that the integration of digital communication tools improves

interdepartmental collaboration.

These results are consistent with existing literature, reinforcing the idea that communication
quality is a key predictor of HRM effectiveness (Armstrong, 2020; Dessler, 2020).

From a managerial perspective, the study emphasizes the need for HR managers and line
managers to assume active roles as communication facilitators. Developing communication-related
competencies—such as active listening, emotional intelligence, and constructive feedback—should
be a priority within leadership development programs.

Practically, the research provides organizations with:

e Areplicable communication assessment framework;

e Clearly defined performance indicators for internal communication;

e A practical improvement model adaptable to different organizational contexts.

By adopting these measures, organizations can enhance employee satisfaction, reduce turnover
intentions, and improve overall organizational climate.

Despite its contributions, the study has certain limitations. The research was conducted within a
single organizational context, which may limit the generalizability of the findings. Additionally, the
data relied primarily on self-reported measures, which may be subject to perceptual bias.

Future research could expand the sample size, include multiple organizations or industries, and
integrate longitudinal designs to assess the long-term impact of communication improvement
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initiatives. Moreover, future studies may incorporate objective performance indicators and
advanced statistical analyses to further validate the findings.
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