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1. Introduction 

 

Business all over the world today is very challenging. To stay profitable in the highly challenging and competitive global 

market economy, all factors of production, i.e. men, machine and materials, should be wisely managed. Among the factors of 

production, the human resource constitutes the biggest challenge because unlike other inputs, employee management demands 

skillful handling of thoughts, feelings and emotions to secure highest productivity(Weimann, 2014).  

 

Organizational communication plays an important role in this challenge. Understanding human behavior in workplace has 

been one of the most prioritized tasks for any organization. This is due to major changes like globalization and technological 

advancement that change in the structure of the business done, the workforce behavior and management of employees (Weimann, 

2014). All the key functions of an organization: Planning, organizing, directing and controlling depend on effective 

communication for proper execution. Communication is a means of bringing about change. It is the mainstream of any 

organization growth. There is need form interaction and understanding of management-employee relations this will bring about 

increased development of all parties involved in the communication process or chain(Elving, 2014).  
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Abstract 

Effective communication is an essential component of organizational success whether it is at the interpersonal, intergroup, 

organizational, or external levels in today‟s global business environment; effective organizational communication, internal and 

external has a significant impact on the organization‟s success. Effective organizational communication is critical to actively 

engage employees, foster trust and respect, and promote productivity. Communication between employees and senior 

management is among the top five very important components of employee job satisfaction; hence, productivity of employee 

will increase, generating successful organizational development. Generally, effective communication is not practiced well in 

the third world business organizations. It is a self-evident fact that organizational communication plays a vital role in 

employee motivation and development. An inclusive communication strategy is important to ensure that all employees feel 

they are involved in decisions that affect their day-to-day work. Organizations with a secretive communication environment 

shut people out, which can stifle involvement and result in lost ideas and opportunities. It is on this background that the study 

aimed at investigating the effect of communication practices on organizational development in Somalia. The study was guided 

by four objectives which included; to determine the effect of upward communication on development of Moumin group of 

companies in Somalia, to find out the effect of downward communication on development of Moumin group of companies in 

Somalia, to investigate the effect of horizontal communication on development of Moumin group of companies in Somalia, to 

find out the effect of diagonal communication on development of Moumin group of companies in Somalia. This study adopted 

a descriptive survey design. The study selected a sample of 92 respondents from the different departments of Moumin group 

of companies in Mogadishu Somalia. The study used questionnaire to collect data, the data collected was tabulated and 

analyzed using SPSS version 22.From the regression analysis the study indicated that there is a significant relationship 

between upward communication and organizational development. Correlation analysis indicated that there is a significant 

positive relationship between downward communication and organization development. Correlation analysis indicated that 

there is a significant positive relationship between horizontal communication and organization development. Correlation 

analysis from the study findings indicated that there is a significant positive relationship between diagonal communication and 

organization development. Based on the study findings the researcher made the following recommendations; since effective 

communication is important for the development of an organization it is important to eliminate communication barriers from 

within the organization. Organizations should create a network system which allows workers to store and share information on 

a central hub. Encourage an open-door culture where workers are not afraid to provide suggestions and feedback to 

management and coworkers. 
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According to Banihashemi (2014), communication as a medium, a means to development ends, or as constitutive, as the end in 

itself. Communication is a process of transmitting information from one person to another(Banihashemi, 2014). Stephen (2014), 

pointed out that communication is a critical factor in directing and mobilizing the workforce towards the accomplishment of the 

organizational goals or objectives. By creating understanding it enhances co-operation and promote effective 

development(Stephen, 2014). According to Williams (2014) smart managers understand that the end effective, straight forward 

communication between managers and employees is essential for success(Williams, 2014). 

 

Today‟s global marketplace teaches us that effective practices for internal communication in international corporations must 

be tuned to the cultural profiles of employees in their own countries. Internal communication departments are given the task of 

adapting company messages that effectively reach the organization‟s global employee base. In order to ensure the effectiveness of 

these communications, organizations must first develop awareness, knowledge and intercultural skills within their internal 

communication teams (David, 2014). 

 

Good internal communication is that which is transparent, timely, clear, concise, factual and available to all employees, who 

will in turn seek and use that information to perform their jobs. In other parts of the world, such as Africa, good internal 

communication is relationship-oriented. Employees appreciate face-to-face contact and treasure loyalty, respect of hierarchy, and 

conflict avoidance. In Africa, effective managers and leaders need to be attentive to the needs of their employees who see the 

organization as a “family,” and they need to make an extra effort to ensure that employees are well informed(John, 2014). 

 

Despite the above numerous advantage of effective communication, business all over East Africa today is very challenging. To 

stay profitable in the highly challenging and competitive global market economy, all factors of production, i.e. men, machine, 

method, market, money and materials, should be wisely managed. Among the factors of production, the human resource 

constitutes the biggest challenge because unlike other inputs, employee management demands skillful handling of thoughts, 

feelings and emotions to secure highest productivity. Organizational communication in many companies in the region is still a 

challenge. The Inability of heads or Managers of any organization to coordinate a perfect and smooth flow of communication 

interaction among employee and outside business environment may likely create and facilitate low productivity with high degree 

of workers boring and disarray(Asamu, 2014). 

 

Similarly, organizations in Somalia have communication problems, effective communication practice are not well understood 

in the country, that is many organizations and individual do not understand the concept of communication in facilitating 

productivity, though they are  engaged in it on a daily basis .A highly communicative and collaborative work environment 

promotes employee productivity, creativity and inspiration. If communication skills are poor, employees lack enthusiasm in doing 

their assignments and will question the value of such products. Poor business communication skills will also demoralize the 

employees because they will be forced to sit through dull and boring presentations where they are provided with unclear 

instructions on projects, leading to confusion and monotony (John, 2014). 

 

1.1 Profile of Moumin Group of Companies 
 

Moumin Group of companies (MGC) was founded, in 1983 by Mr. AbdulRahman Moumin, with an aim to expand globally. 

Through continuous hard work and enhancement in trading sector, MGC managed to position itself in international markets by 

delivering high customer satisfaction and maintaining mutual beneficial business relationships.  MGC have expanded over time its 

product segments to include Pharmaceuticals, Food Stuff, Textile, and General Items, Building and engineering products. Every 

year MGC starts with a goal of adding new product lines to its existing range of products. Successfully becoming one of the 

largest trading company in East Africa, MGC has its outlets in the following countries; UAE, Somalia, Ghana, Djibouti, Tanzania, 

Kenya and agents in different countries in East Africa and the GCC. Moreover, MGC not only imports products to Africa but 

exports agriculture products such as Sesame Seeds from Africa to countries in Asia. 

 

Keeping customer needs as its priority, MGC sets its sales strategy on providing "quality products at competitive prices". 

Having customers in over 12 countries around the globe, MGC is proud to be a major source for imports and exports of a range of 

products. The corporate vision of Moumin group is to strive and become the leading business house in Africa, Middle East, while 

at the same time build our reputation as a financially strong and highly respected company. Moumin Group is committed to 

provide quality products and services, and to meet all the expectations of the stake holders including employees, customers, 

shareholders, and communities. The corporate vision of Moumin group is to strive and become the leading business house in 

Africa Middle East, while at the same time build our reputation as financially strong and highly respected company. Moumin 

group is committed to providing quality products and services and meet all the expectations of the stake holders including 

employees, customers shareholders and communities 

 

2. Research Problem  

 



INTERNATIONAL JOURNALS OF ACADEMICS & RESEARCH                                                                 ISSN: 2617-4138              
IJARKE Business & Management Journal                                                               DOI: 10.32898/ibmj.01/1.2article09                                                                    

www.ijarke.com          

 

107 IJARKE PEER REVIEWED JOURNAL                           Vol. 1, Issue 2                                                             Nov. ’18 – Jan. 2019 

 
 

Communication between employees and senior management is among the top five very important components of employee 

job satisfaction; hence, productivity of employee will increase, generating successful organizational development. Generally, 

effective communication is not practiced well in the third world business organizations. Somali profit seeking organizations are 

also prone to this problem of ineffective organizational communication (Jain, 2015).The intensity of ineffective organizational 

communication appears from the poor development of employees and their low morale. Most of the organizations in Somalia are 

faced with communication problem which range from not all employees being kept informed to poor communication techniques 

and communication strategies (Keith, 2014). 

 

The real and ideal strategies of effective communication are not practiced ideally in Somalia business organizations. 

Employees with their different positions and titles suffer from the effects of an ineffective communication. When the employee is 

not informed what really goes on in his organization or department, he or she feels disappointed and useless. When the employee 

is unaware of what is going on or the updates of the organization, he or she is no other than an idle machine which is dispensable 

(Kibe, 2014). 

 

It is a self-evident fact that organizational communication plays a vital role in employee motivation and development as real 

changes are taking place in modern organizations which confront the new reality of tighter staffing, increased workloads, longer 

hours and a greater emphasis on development, risk-taking and flexibility (Nnamani & Ajagu, 2014). It is important to appreciate 

that many organizations in Somalia have suffered enormous loss due to lack of proper or inadequate communication. In some 

cases communication between employees and management is poorly carried out and may lead to confusion and lack of direction, 

frustration of employees, decrease in motivation, purpose and productivity and even exit of highly skilled and dependable 

employees. This has eventually made the organizations fail to achieve their goals and objectives(Sumeya, 2016). 

 

An inclusive communication strategy is important to ensure that all employees feel they are involved in decisions that affect 

their day-to-day work. Organizations with a secretive communication environment shut people out, which can stifle involvement 

and result in lost ideas and opportunities. (Nnamani & Ajagu, 2014).Organizations in Somalia have secretive communication with 

less involvement of lower employees in organizational decisions and many organizations have failed to achieve greater success. It 

is on this background that the study aimed at investigating the effect of communication practices on organizational development in 

Somalia 

 

3. Objectives of the Study  

 

3.1 General Objective 

 

To investigate factors influencing organizational development of Moumin group of companies in Mogadishu, Somalia. 

 

3.2 Specific Objectives 

 

The specific objectives of the study were: 

i. To determine the effect of upward communication on development of Moumin group of companies in Somalia. 

ii. To find out the effect of downward communication on development of Moumin group of companies in Somalia. 

iii. To investigate the effect of horizontal communication on development of Moumin group of companies in Somalia. 

iv. To find out the effect of diagonal communication on development of Moumin group of companies in Somalia. 

 

4. Research Hypotheses 

 

The study was guided by the following null hypotheses: 

H01:  Upward communication has no significant effect on development of Moumin group of companies 

H02:  Downward communication has no significant effect on development of Moumin group of companies 

H03: Horizontal communication has no significant effect on development of Moumin group of companies 

H04: Diagonal communication has no significant effect on development of Moumin group of companies 

 

5. Significance of the Study 

 

The research study provided information on communication practices and how they impacted on the development of the 

organization. The study findings are beneficial to Moumin group companies and other similar organizations as it provided the 

necessary information on the different communication strategies used in the organization and how they impact on organizational 

development. To the future researchers, this study provided baseline information on communication practices and how they 

impacted on organizational development. Future researchers can use the information as reference to test the validity of their study 

findings. 

 

6. Review of Literature 
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6.1 Theoretical Framework  
 

6.1.1 Lasswell Theory of Communication 
 

Lasswell introduced an important model of five levels of communication identified from his experiences in the second world 

war, elements of which survive in more developed modern models: Who: the source, Says What: the message, In Which Channel: 

through what channel or medium, To Whom: the audience, To What Effect: the desired effect.  Lasswell‟s model has been further 

developed and modernized and is now referred to as the 'Five Ws' and this model has been widely used, particularly when 

managing change.  However, addressing the 'Five Ws' is an essential element of all communication, getting this right is the first 

step in the process and is dependent upon what is required to be communicated at the time.  This is particularly important when 

managing change in an organization (Sandra, 2014). 

 

Who should be told; everyone who needs to be told about something should be told.  It is advisable to relate the 

communication to all as soon as possible.  Openness is the key to making everyone feel involved (although there will always be 

some things which are not disseminated as widely as others).  Where appropriate, communicate widely so that individuals are 

given the opportunity to influence the process and local ownership is gained.  Barriers can also be identified and overcome 

(Sandra, 2014). 

When should they be told; the time to communicate with relevant people should be carefully considered.  It might be within a set 

meeting or a one-off arrangement.  If the communication covers a wide range of people where possible it is desirable that 

discussions take place at the same time to avoid confusion, spread of rumours or misunderstandings.  If internal and external 

stakeholders are involved, internal staff should be communicated with prior to external stakeholders; this is to prevent staff 

hearing from other sources, including the media. Key communications should be made as soon as possible following a significant 

event or decision (Barrelas, 2014). 

 

What should they be told; Clear messages, related to the subject or problem.  In complex situations it is advisable to create a 

shared meaning and understanding, this can be done by checking back with the recipients through an iterative process, let them 

ask questions, asking for clarification of what they have understood being clear that words, behaviours and symbols are not 

misunderstood or misinterpreted(Barrelas, 2014).Where should the message be conveyed; Choose the most effective medium to 

get your message across, this could be in meetings, seminars, press releases etc.  Make time to communicate properly, do not do it 

in the corridor, in the toilet or the car park.  This leads to gabbled and garbled messages and can contribute to the 'grape vine 

(Gabrielle, 2014). 

 

6.1.2 Cybernetic Theory 
 

In 1948, Norbert Wiener coined the term "cybernetics" to elaborate on the existing theory of the transmission of messages by 

incorporating his idea that people send messages within a system in an effort to control their surrounding environment. The basic 

function of communication, which Wiener defines in his theory as the processing of information, is to control the environment in 

which one lives(Obamiro, 2014). This idea suggests that the goal of human communication is to become familiarized with a 

certain environment while simultaneously influencing aspects of it. With this, Wiener asserts that, „the purpose of Cybernetics to 

develop a language and techniques that enable us to attack the problem of control and communication in general and find the 

proper repertory of ideas and techniques to classify their particular manifestations under certain concepts‟ (Wiener, 2014). 

Thus, he defines the problem in terms of control and system malfunctions through the understanding of the Cybernetic theory. 

Wiener introduced the ideas of entropy and feedback into his theory. A shortcoming is that Wiener‟s theory assumes people are 

built like complex machines and so, are capable of interpreting and processing feedback and making changes in order to fit in to 

an environment (Wiener, 2014).   
 

6.2 Conceptual Framework 

 

A conceptual framework is used to outline the possible courses of action or the preferred approach to an idea. The conceptual 

framework highlights the independent variables and the dependent variable. The interaction between the dependent variable and 

the independent variables of the study is shown by the figure below. 
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Independent Variables                                                          Dependent Variable 

Figure 1 Conceptual Framework 

 

6.3 Discussion of Variables 

 

6.3.1 Upward Communication and Organizational Development 

  

Upward communication keeps managers aware of how employees feel about their jobs, policies and procedures, and the 

business in general. Employees can feel frustrated and disconnected from those who are in charge when business within an 

organization is constantly in flux and/or communication is lacking. If employees feel their thoughts and opinions are not valued, 

morale will decline, upward communication will diminish, and ultimately, business will suffer (Roberts & O‟Reilly, 2014). It is 

critical that leaders in organizations build trust and encourage upward communication from employees in order to “identify 

strengths that need to be reinforced and weaknesses that must be corrected” (Downs & Adrian, 2014). 

 

Taking proactive measures to avoid employee dissatisfaction not only benefit employees themselves, but also benefit the 

organization as a whole; maintaining organizational wellbeing is far preferential to addressing established organization-wide 

dysfunction and employee dissatisfaction (Detert & Trevino, 2014). If corporations do not encourage, process, and act upon 

upward communication from employees, there are negative consequences for the organization, such as lack of trust within the 

organization. It is imperative that leaders at all levels solicit feedback in order to build trust (Kouzes & Posner, Credibility: How 

leaders gain it and lose it, why people demand it., 2011). When there are low levels of trust, subordinates tend to withhold, or 

sometimes even block information to superiors (Roberts & O‟Reilly, 2014). Employees may also withhold negative feedback 

because they fear offending the very people who create and operate the programs on which they are giving feedback (Detert & 

Burris, 2014). Employee fear of retaliation is also a relevant concern. Fear and distrust cause problems to stagnate and remain 

unresolved, which can result in the loss of talented employees (Atwater & Waldman, 2015).  

 

Trust presumes a level of psychological safety, which also speaks to the climate of an organization. Upward communication 

allows employees to feel dignified and important, as well as to become stakeholders within the organization (Downs & Adrian, 

2014). Trust and credibility are built when there is a positive relationship between a subordinate and a superior. In order to build a 

solid working relationship, leaders need to prove themselves to be trustworthy (Kouzes & Posner, 2014). When there is trust, 

employees have more desire for interaction and they are generally happier with the level of communication from superiors. 

Upward Communication 

 Employee interactions with 

executives 

 Employee Suggestions 

 Employees‟ initiation of ideas 

 

Organizational Development 

 Increased Profitability  

 Increased Sales 

 Increased Productivity 

 

 

 

Downward Communication 

 Directives and orders 

 Delegation 

 Circulating instructions 

 

 Horizontal Communication 

 Inter departmental  

communication 

 Intra Departmental 

Communication 

 
 

Diagonal Communication 

 All employees 

communication 

 Going over head of those 

immediate in the chain of 

command 

 Diverse group 

information sharing 
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Ethical leaders develop subordinates who have a sense of power, and are also open to listening to differing opinions. In 

essence, there is fair balance and symmetry with regards to communication (Men, 2015). Employees also believe their superiors to 

be more accurate and credible when there is trust present in the working relationship. 

 

6.3.1 Downward Communication and Organizational Development 
 

Downward communication is the communication flows from an upper-level employee to a lower-level employee. It is 

“initiated by the organization‟s upper management and then filters downward through the „chain of command‟” (Tubbs & Moss., 

2014). It is not difficult to imagine that downward communication is used to give orders, assign tasks, provide instructions and 

directions, inform employees of job procedures and policies, point out problems that need attention, and offer feedback on 

employees‟ past development (Robbins & Campbell, 2016). In other words, it is mainly used to tell the employees what they 

should do and how well they are doing. In respect of satisfying employees‟ needs for organizational communication, it is 

important that employees can receive sufficient and accurate information about the organization and their jobs, and get feedback 

about the development (Greenberg & Baron, 2014). 

 

Scholars found six crucial areas that employees want to know about from the upper-level management (Greenberg & Baron, 

2014). What, exactly, does my job entail? 2). how well am I doing? 3). does anyone care about me? 4). how is my work unit 

doing? 5). where is the organization headed? 6). how can I help the company to meet its objectives? Moreover, previous research 

also found that it is important to explain the reason behind a decision when a manager communicates downward to the 

subordinate. But in the practice, managers tend to ignore the need for explanation (Robbins & Campbell, 2016). They are either 

too busy to explain to the employees or think that it is not necessary to let the employees know since they are just like “machines” 

following orders. However, research has revealed that such explanations can enhance employees‟ commitment and support for 

decisions (Dvorak, 2014). When the employee knows why the management made the decision, it is twice as likely that he/she 

commits to the change. 

 

Furthermore, there are some deficiencies of downward communications. Employees do not only expect to receive information 

about the organization and their tasks, and feedback from managers, but also want to participate in the communication. In the one-

way communication, it is only the upper-level management that speaks and the lower-level employees listens, and the upper-level 

management rarely ask for the lower-level employees‟ opinions and suggestions. However, people need to be respected and 

considered to be able to think and provide useful ideas. Therefore, in an organization with a good quality of communication, 

upward communication is regarded as important as downward communication (Robbins & Campbell, 2016).  

 

6.3.3 Horizontal Communication and Organizational Development 
 

Upward and downward communication flows generally follow the formal hierarchy within the school organization. However, 

greater size and complexity of organizations increase the need for communication laterally or diagonally across the lines of the 

formal chain of command. This is referred to as horizontal communication (Fred, 2014). These communications are informational 

too, but in a different way than downward and upward communication. Here information is basically for coordination — to tie 

together activities within or across departments on a single school campus or within divisions in a school-wide organizational 

system. Horizontal communication falls into one of three categories. Intra-departmental problem solving these messages take 

place between members of the same department in a school or division in a school-wide organizational system and concern task 

accomplishment. Interdepartmental messages facilitate the accomplishment of joint projects or tasks in a school or divisions in a 

school-wide organizational system (Canary, 2014). 

 

In brief, horizontal communication flows exist to enhance coordination. This horizontal channel permits a lateral or diagonal 

flow of messages, enabling units to work with other units without having to follow rigidly up and down channels. Many school 

organizations build in horizontal communications in the form of task forces, committees, liaison personnel, or matrix structures to 

facilitate coordination (Greenberg & Baron, 2014). 

 

6.3.4 Diagonal Communication and Organizational Development 
 

Communication that takes place between a manager and employees of other workgroups is called diagonal communication. 

Diagonal communication refers to communication between managers and workers located in different functional divisions 

(Conrad, 2014). Although both vertical and horizontal communication continue to be important, these terms no longer adequately 

capture communication needs and flows in most modern organizations. The concept of diagonal communication was introduced to 

capture the new communication challenges associated with new organizational forms, such as matrix and project-based 

organizations (Conrad, 2014). 

 

Organizational communication is the process by which information is shared within organizations such as businesses. Outside 

of informal social interactions, individuals in an organization typically communicate with coworkers in their departments who 

have attained the same status they have, or they communicate with their direct superiors or subordinates. Diagonal communication 
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routes depart from these hierarchical norms by engaging individuals who work at different levels and in different departments. 

Diagonal communications have several important functions; however, they're not without risk (Cheney, 2015). 

 

Business organizations are highly complex, and so are the projects they undertake. Projects often require the cooperative 

efforts of more than one department, and of employees of varying levels within the involved departments. Furthermore, a project-

group member may have a different status on the project than he has within the organization, so the hierarchy of the project group 

is less clear-cut than is the hierarchy of the organization. A diagonal communications route allows this functionally diverse group 

to share information directly, as required for the project's execution, rather than according to a hierarchy that has little relevance to 

the project (Ivancevich & Matteson, 2014). 

 

The standard method of communication between a subordinate in one department and a higher-up in another is for the 

subordinate to engage in upward communications with her supervisor, and for that supervisor to escalate the message until it 

reaches the level of its intended recipient. At that time, the message reaches the recipient via a horizontal engagement. It's an 

inefficient process -- unnecessarily so, in many cases -- that risks miscommunication as the message passes from one individual to 

another. Diagonal communication routes eliminate this inefficiency. The shortest distance between two points is a straight line. 

Diagonal communication routes are the straight lines that speed communications directly to their recipients, at the moment 

communication is necessary. Communications that zigzag along horizontal and vertical routes, on the other hand, are vulnerable to 

the schedules and whims of the individuals who pass them along (Jones, 2014). 

 

Ultimately, it's up to management to determine when diagonal communications are appropriate. It's important to trust diagonal 

communications to individuals who can be counted on to use them in a cooperative manner, for the benefit of the project, by 

maintaining the exchange on a formal-communications level (Keyton, 2015). 

 

6.3.5 Measurement of Organizational Development 
 

Organization Development (OD) is about improving performance at the individual, group, and organization levels. It is about 

improving the organization's ability to effectively respond to changes in its external environment, and it‟s about increasing 

internal capabilities by ensuring the organizational structures, human resources systems, job designs, communication systems, and 

leadership/managerial processes fully harness human motivation and help people function to their full potential(Banihashemi, 

2014).  

 

In general, the concept of organizational performance is based upon the idea that an organization is the voluntary association 

of productive assets, including human, physical, and capital resources, for the purpose of achieving a shared purpose. Those 

providing the assets will only commit them to the organization so long as they are satisfied with the value they receive in 

exchange, relative to alternative uses of the assets (Baron & Kreps, 2014). As a consequence, the essence of performance is the 

creation of value. So long as the value created by the use of the contributed assets is equal to or greater than the value expected by 

those contributing the assets, the assets will continue to be made available to the organization and the organization will continue to 

exist. Therefore, value creation, as defined by the resource provider, is the essential overall performance criteria for any 

organization (Baron & Kreps, 2014). 

 

Organizational performance comprises the actual output or results of an organization as measured against its intended outputs 

(or goals and objectives). It is a broad construct which captures what organizations do, produce, and accomplish for the various 

constituencies with which they interact. Accurate measurement of organizational performance allows managers to correct 

deficiencies, leading to cost-savings and higher customer satisfaction (Jackson & Schuler, 2014). 

 

5. Research Methodology 

 

This study adopted a descriptive survey design. This design is ideal for gathering information regarding people‟s behavior, 

feelings and opinion about educational issues (Kombo, 2006). It is also used to determine the reasons or causes for the current 

status under study. The research design will attempt to explain the reasons and sources of the observed events, characteristics and 

correlations. In this research design, the researcher has no control of the independent variables because they have already occurred 

and are not manipulated. This study investigated how the independent variables influence the dependent variable. 

 

The target population refers to all the members of real or hypothetical set of people, events or objects to which we wish to 

generalize the results of our research (Borg, 2014). The target population consisted of 120 employees of Moumin Group of 

Companies in Somalia. This number included administrative staff, finance staff and operational staff of the company. Moumin 

Group of Companies is one of the largest and most profitable companies in Somalia. It was therefore, considered appropriate for 

providing a focal point for the study of effect of communication practices on organizational development. 

The study selected a sample of 92 respondents from the different departments of Moumin group of companies in 

Mogadishu Somalia to determine the effect of communication practices on organizational development. The data collected was 
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tabulated and analyzed. A sample size of 92 persons was obtained using Slovin`s formula and was deemed ideal for this kind of 

study. 

 

Inferential statistics was applied through correlation analysis and the use of multiple regression analysis. The correlation 

analysis was used to establish with statistical significance, the nature of the existing relationship between the dependent variable 

and the independent variables. The regression analysis was used to determine with statistical significance, the influence or effect 

that the independent variables has on the dependent variable.  

 

The following regression model was used;  

 

Y=β+β1X1+β2X2+β3X3+β4X4+µ 

Where; 

Y is Development, β is the constant, X1 is the effect of upward communication, X2 is the effect of downward 

communication, X3 is the effect of horizontal communication, X4 is the effect of diagonal communication and µ is the 

stochastic term. 

 

6. Results and Discussion 

 

6.1 Descriptive Statistics 
 

6.1.1 Effect of Upward Communication on Organization Development 
 

The study wanted to investigate the effect of upward communication on organization development and the study found out the 

following. The study found out that many of the respondents agreed to the statement that upward communication keeps managers 

aware of how employees feel about their jobs, policies and procedures. This is shown by a mean response value of 3.96 in Table 1 

below. Upward communication helps employees to express their requirements, ideas, and feelings. For the top management, 

upward communication is an important source of information for business decisions. It helps in alerting top management about the 

requirement of changes in an organization. Upward contribution is the core contributor of business process re-engineering in many 

organizations. Upward communication is widely used as part of whistle blowing policy in many large organizations. Under 

whistle blowing policy, each employee is permitted to directly communicate with top management about matters requiring 

examination on vigilance angle. Hence it is used as a fraud prevention tool as well. 

 

 

Table 1 Effect of Upward Communication on Organization Development 

 N Mean Std. Deviation 

Upward communication keeps managers 

aware of how employees feel about their jobs, 

policies and procedures 

92 3.96 1.005 

Managers can get feedback from employees 

that can help improve development. 
92 3.74 .709 

Employees who are encouraged to provide 

feedback feel respected which improves their 

productivity 

92 3.91 .484 

Mutual trust brings employees and managers 

closer to each other. 
92 3.98 .209 

Valid N (listwise) 92   

 

The findings from the study revealed that majority of respondents agreed to the statement that Managers can get feedback from 

employees that can help improve development as shown by a mean response value of 3.74. Upward communication consists of 

methods like Feedback from employees, this helps in bringing Mutual Trust and helps the organization to determine, implement or 

decide upon new policies. It keeps the organization updated to upcoming challenges. Results from the study found out that a large 

number of respondent agreed that Employees who are encouraged to provide feedback feel respected in the organization which 

improves their productivity. This is shown by a mean response value of 3.91. Managers can get feedback from employees that can 

help improve organizational development. Employees who are encouraged to provide feedback feel respected and that they have a 

say in how the organization is run. Results from the study found out that many of the respondents agreed to the statement that 

Mutual trust brings employees and managers closer to each other. This is shown by a mean response value of 3.98. Mutual trust 

brings employees and managers closer to each other. As trust grows, relationships between employees and managers become 

stronger, motivation and productivity increases as well. One of the elements of a successful employee-manager relationship is 
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trust. When the sense of trust is strong between an employee and manager, it adds efficiency to other elements of workplace 

productivity. 

 

6.1.2 Effect of downward Communication on Organizational Development 
 

The study aimed at determining the effect of downward communication on organizational development and the study found 

out many of the respondents agreed that down ward communication makes the subordinates capable in performing their jobs due 

to delegating responsibilities. This is shown by a mean response value of 3.86 in table 2 below. Delegation means entrusting the 

subordinates with some responsibilities along with due authority. It is essential to make the subordinates capable in performing 

their jobs. Since downward communication starts form higher level, it helps mangers in delegating authority and responsibility to 

the right persons. 

 

The study findings also revealed that majority of the respondents agreed that downward communication provides necessary 

guidance, orders, instructions and explanations of various complex issues to the subordinates that ultimately increase the 

efficiency of the employees and this improves on organizational productivity. This is shown by a mean response value of 3.83. 

Results from the study indicated that large number of respondents agreed that down ward communication helps to circulate 

various orders, instructions, guidance and advices to the subordinates. This is shown by a mean response value of 3.80. Downward 

communication is the only means to circulate various orders, instructions, guidance and advices to the subordinates. Without 

downward communication, organization is like a boat without boatman. 

 

Findings from the survey indicated that majority of respondents agreed that downward communication helps to create and 

maintain good labor-management relationship in the organization. This is shown by a mean response value of 3.86. When top-

level executives communicate with their subordinates sincerely, it develops good interpersonal and inter-group relationships 

between management and works. In turn, this will motivate the employees and ensure good improved productivity in the 

organization. Staff should feel valued and if you allow them to contribute their skills and experience they will often be able to give 

the company even more than what would normally be expected. The most successful businesses around the world are known not 

only for caring for their workforce, but also, for their effective approach to communication. 

 

Table 2 Effect of Downward communication on Organization Development 

 N Mean Std. Deviation 

Down ward communication makes the 

subordinates capable in performing their jobs 

due to delegating responsibilities 

92 3.86 .846 

Downward communication provides 

necessary guidance, orders, instructions and 

explanations of various complex issues to the 

subordinates that ultimately increase the 

efficiency of the employees. 

92 3.83 .689 

Down ward communication helps to 

circulate various orders, instructions, guidance 

and advices to the subordinates. 

92 3.80 .539 

Downward communication helps to create 

and maintain good labor-management 

relationship in the organization. 

92 3.86 .846 

Valid N (listwise) 92   

 

6.1.3 Effect of Horizontal Communication on Organizational Development 
 

The study investigated the effect of horizontal communication on organizational development and it made the following 

findings; the study found out that majority of respondents agreed to the statement that Horizontal communication decreases 

misunderstanding between departments working on the same project, thereby increasing efficiency and productivity. This is 

shown by a mean response value of 4.02. Horizontal communication is the transmission of information between people, divisions, 

departments or units within the same level in the organizational. This reduces confusion and misunderstandings in the 

organization. 

 

The study findings also revealed that large number of respondents agreed that Horizontal communication may result in better 

implementation of top-level decisions because employees on lower levels are permitted to coordinate directly with each other in 

the implementation of the decision made at the top. This is shown by a mean response value of 3.83. Horizontal communication 



INTERNATIONAL JOURNALS OF ACADEMICS & RESEARCH                                                                 ISSN: 2617-4138              
IJARKE Business & Management Journal                                                               DOI: 10.32898/ibmj.01/1.2article09                                                                    

www.ijarke.com          

 

114 IJARKE PEER REVIEWED JOURNAL                           Vol. 1, Issue 2                                                             Nov. ’18 – Jan. 2019 

 
 

introduces flexibility in the organization since it facilitates information sharing across different work groups in the same 

organization. Study findings indicated that majority of the respondents agreed to the statement that Horizontal communication 

facilitates teamwork if a project requires tasks from different people or departments. This is shown by mean response value of 

3.86. Horizontal communication involves the flow of messages between individuals and groups on the same level of an 

organization and this encourages teamwork.  

 

The findings from the study further revealed that majority of respondents agreed that Horizontal communication increases job 

satisfaction and motivation by creating more employee empowerment in communication. This is shown by a mean response value 

of 3.95. Communication is one of the most dominant and important activities in organizations. Internal communication also 

provides employees with important information about their jobs, organization, environment and each other. Communication can 

help motivate, build trust, create shared identity and spur engagement; it provides a way for individuals to express emotions, share 

hopes and ambitions and celebrate and remember accomplishments. 

 

Table 3 Effect of Horizontal Communication on Organizational Development 

 N Mean Std. Deviation 

Horizontal communication decreases 

misunderstanding between departments working 

on the same project, thereby increasing 

efficiency and productivity 

92 4.02 .593 

Horizontal communication may result in 

better implementation of top-level decisions 

because employees on lower levels are 

permitted to coordinate directly with each other 

in the implementation of the decision made at 

the top. 

92 3.83 .505 

Horizontal communication facilitates 

teamwork if a project requires tasks from 

different people or departments. 

92 3.86 .482 

Horizontal communication increases job 

satisfaction and motivation by creating more 

employee empowerment in communication. 

92 3.95 .581 

Valid N (listwise) 92   

 

6.1.4 Effect of Diagonal Communication on Organizational Development 
 

The study investigated the effect of diagonal communication on organizational development and found out the following. The 

study found out that many of the respondents agreed to the statement that Diagonal communications allows diverse group to share 

information directly, as required for the project's execution, rather than according to a hierarchy, this is indicated by a mean 

response value of 3.96. Business organizations are highly complex, and so are the projects they undertake. Projects often require 

the cooperative efforts of more than one department, and of employees of varying levels within the involved departments.  

 

Furthermore, a project-group member may have a different status on the project than he has within the organization, so the 

hierarchy of the project group can be different from the hierarchy of the organization. A diagonal communications allows the 

different groups of workers to share information directly, as required for the project's execution, rather than according to a 

hierarchy in the organization that has little relevance to the project. 

 

The study also found out that many of the respondents agreed that diagonal communication routes eliminate the risks of 

miscommunication as the message passes from one individual to another. This is shown by mean response value of 3.60. The 

standard method of communication between a subordinate in one department and a higher-up in another is for the subordinate to 

engage in upward communications with her supervisor, and for that supervisor to send the message until it reaches the level of its 

intended recipient. In many cases this risks miscommunication as the message passes from one individual to another. Diagonal 

communication eliminates this problem. 

 

Findings from the study showed that majority of the respondents agreed to the statement that Diagonal communication routes 

are the straight lines that speed communications directly to their recipients; at the time when communication is necessary. This is 

represented by a mean response value of 3.96. Better communication increases the efficiency of your company by ensuring that all 

relevant parties have access to the information they need to perform. 
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Table 4 Effect of Diagonal Communication on Organizational Development 

 N Mean Std. Deviation 

Diagonal communications allows diverse 

group to share information directly, as required 

for the project's execution, rather than according 

to a hierarchy 

92 3.96 .329 

Diagonal communication routes eliminate 

the risks of miscommunication as the message 

passes from one individual to another 

92 3.60 .878 

Diagonal communication routes are the 

straight lines that speed communications directly 

to their recipients, at the time communication is 

necessary. 

92 4.01 .234 

Valid N (listwise) 92   

 

6.3.5 Organizational Development 
 

Results from the study indicated that respondents agreed to the statement that Communication in their organization has led to 

increased productivity, as shown by a mean response of 4.14. Effective communication in the workplace can have a positive effect 

on the performance of employees by increasing the employee morale, retention rate and the overall productivity of the working 

environment. When there is lack of effective communication in the workplace, confusion is always present. Some employees 

think managers said one thing; others think that they said something completely and this creates confusion. 

 

The study also found out that many of the respondents agreed to the statement that Organization profitability is attributed to 

communication strategy in their organization. This is represented by a mean response value of 4.21. Good communication is an 

essential tool in achieving productivity and maintaining strong working relationships at all levels of an organization. Employers 

who invest time and energy into delivering clear lines of communication will rapidly build trust amongst employees, leading to 

increases in productivity, output and profitability in general. 

 

Table 5 Organizational Development 

 N Mean Std. Deviation 

Communication in your organization has led 

to  increased productivity 
92 4.14 .380 

The Organization profitability is attributed 

to communication strategy in your organization 
92 4.21 .458 

Better Communication in the workplace 

helps employees understand each other better 

and contributes to productivity and efficiency in 

an organization 

92 3.96 1.005 

Poor communication can affect work 

production because employees might not 

receive adequate information to complete a task 

92 3.74 .709 

Valid N (listwise) 92   

 

Findings from the study indicated that majority of respondents agreed that better Communication in the workplace helps 

employees understand each other better and contributes to productivity and efficiency in an organization, as shown by mean 

response of 3.96. Effective, honest communication can bind employees together. If the staff are talking with each other on the job, 

that's a major step towards building a good team. Employees who look forward to talking with their colleagues are more 

motivated about coming to work. If they know they can talk to the boss about problems and that the boss will listen, that binds 

them to the company. Good communication builds teams and increases employee loyalty. The study found out that respondents 

agreed that Poor communication can affect work production because employees might not receive adequate information to 

complete a task; this is shown by mean response value of 3.74. Bad communication leads to errors, failure and loss of productivity 

among employees. Confusing instructions and unclear guidelines are bad for everyone.  

 

6.2 Inferential Statistics 

 

6.2.1 Correlation Results 
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In order to determine the significance of the independent variables in predicting the dependent variable, the study conducting a 

correlation analysis between the independent variables and dependent variable. The correlation analysis indicated that there is a 

significant relationship between the dependent variable and the independent variables but there was no perfect relationship 

between the independent variables. This fulfills the Gauss Markov assumption which states that there should be no perfect 

relationship between the independent variables. This therefore indicates that the estimates of the predictors (B and Beta) in the 

regression analysis below are good estimators and the independent variables can be used to predict the values of the dependent 

variable. 

 

Table 6 Correlation Results 

 Upward 

communication 

Downward 

communication 

Horizontal 

communication 

Diagonal 

communication 

Organization 

Development 

Upward 

communication 

Pearson 

Correlation 
1     

Sig. (2-

tailed) 

 
    

N 92     

Downward 

communication 

Pearson 

Correlation 
.027 1    

Sig. (2-

tailed) 
.799 

 
   

N 92 92    

Horizontal 

communication 

Pearson 

Correlation 
.112 .233 1   

Sig. (2-

tailed) 
.286 .260 

 
  

N 92 92 92   

Diagonal 

communication 

Pearson 

Correlation 
.142 .101 .121

*
 1  

Sig. (2-

tailed) 
.177 .338 .063 

 
 

N 92 92 92 92  

Organizatio

n Development 

Pearson 

Correlation 
.740 .515 .511 .324 1 

Sig. (2-

tailed) 
.001 .027 .029 .023 

 

N 92 92 92 92 92 

*. Correlation is significant at the 0.05 level (2-tailed). 

 

6.2.2 Regression Results 
 

Multiple regression analysis is a powerful statistical test used in finding the relationship between a given dependent variable 

and a set of independent variables. The study used multiple regression analysis to investigate Factors Influencing Organizational 

Development. To find out the goodness of fit of the regression model in estimating the dependent variable, the study used R 

squared. R squared shows the percentage of variations in the dependent variable that is explained by the independent variables. 

From the regression analysis the study indicated that 65 percent of the variations in the dependent variable are explained by the 

independent variables as shown in table 7 below.  

 

Table 7 Model Summary 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

1 .807
a
 .652 .638 .293 

a. Predictors: (Constant), Diagonal communication, Downward communication, Upward communication , 

Horizontal communication 

 

6.2.3 Analysis of Variance 
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This was used to test whether the relationship between the dependent and independent variables is significant. ANOVA was 

used to test the associative hypothesis between the dependent and independent variable. From ANOVA the F-test study produced 

a p-value of 0.000 which is less than 5% level of significance as shown in table 8 below. This indicated that the independent 

variables are statistically significant and can be used in explaining the dependent variable. 

 

Table 8 ANOVA 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 14.264 4 3.565 40.977 .000
b
 

Residual 7.597 87 .087   

Total 21.861 91    

a. Dependent Variable: Organization Development 

b. Predictors: (Constant), Diagonal communication , Downward communication , Upward communication , 

Horizontal communication 

6.2.4 Regression Coefficients 
 

From the regression analysis the study indicated that there is a significant relationship between upward communication and 

organizational development. This is shown by a 0.027 level of significance which is lower than a 5% level of significance. 

Therefore from this analysis we can reject the null hypothesis (H01) which said that upward communication has no effect on 

organizational development. We conclude that at a 5% level of significance, upward communication has a significant effect on 

organizational development.  

 

The study also discovered that there is a significant relationship between downward communication and organizational 

development. This is shown by a 0.002 level of significance which is lower than a 5% level of significance. Therefore from this 

analysis we reject the null hypothesis (H02) which indicated that downward communication has no significant effect on 

organizational development. We conclude that at a 5% level of significance downward communication has a significant effect of 

organizational development. 

 

The regression analysis also indicated that there is a significant relationship between horizontal communication and 

organizational development. This is represented by a 0.040 level of significance which is lower than a 5% level of significance. 

We therefore reject the null hypothesis (H03) which assumed that horizontal communication has no significant effect on 

organizational development. It can therefore be concluded that at a 5% level of significance horizontal communication has a 

significant effect on organizational development. 

 

Results from the regression analysis indicated that there is a significant relationship between diagonal communication and 

organizational development. This is represented by a 0.01 level of significance which is lower than 5% level of significance. We 

therefore reject the null hypothesis (H04) which stated that diagonal communication has no significant effect on organizational 

development. It is therefore concluded that at a 5% level of significance diagonal communication has significant effect on 

organizational development. 

 

Table 9 Regression Coefficients 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) 5.044 .460  10.971 .000 

Upward communication .044 .040 .117 8.105 .027 

Downward communication .077 .059 .140 9.317 .002 

Horizontal communication .127 .071 .198 6.797 .040 

Diagonal communication .075 .047 .173 9.601 .001 

a. Dependent Variable: Organization Development 

 

Putting the estimates into the regression model Y=β+β1X1+β2X2+β3X3+β4 X4 +µ gives out the following; 

 

Y= 5.044+0.117X1+0.140X2+0.198X3 +0.173X4   

 

Where:  
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Y is the dependent variable (Organization development), X1 is the effect of upward communication, X2 is effect of 

downward communication, X3 is effect of horizontal communication and X4 is the effect of diagonal communication. 

 

7. Conclusions and Recommendation 

 

7.1 Conclusions  

 

The study investigated factors influencing organizational development in Mogadishu-Somalia and basing on the study findings 

the following conclusions were made; 

i. From the study findings it was concluded that upward communication has a significant effect on organizational 

development.  

ii. The study also investigated the effect of downward communication on organization development and from the 

findings it was concluded that downward communication has a significant effect on organizational development. 

iii. Based on the study findings it was concluded that horizontal communication has a significant effect on 

organizational development. 

iv. Results from the study led tithe conclusion that diagonal communication has significant effect on organizational 

development. 

 

7.2 Recommendations 

 

Based on the study findings the researcher made the following recommendations; 

i. Upward communication involves expressing yourself clearly to people who need to hear what you have to say. 

Managers should avoid criticizing their inferiors in public. 

ii. The manager should request for feedback from the employees as this improves on efficiency. A responsibility of 

every boss is to evaluate an employee‟s work, so ask for direct feedback. 

iii. When talking to superiors the employee should speak using a respectful tone of voice, People with a position in a 

company that‟s higher than your own have earned that spot for a variety of reasons, such as their skills, their 

relationships with other employees or a willingness to commit to essential projects. For that reason alone, your boss 

is worthy of your respect. To act otherwise threatens his willingness to support you and your reputation with other 

leaders in your company. 

iv. Within organizations, communication with employees is important in order to ensure they know what is expected of 

them and are able to ask questions and give useful feedback. The employee needs to know what is expected of them 

in terms of their performance and this can be done through downward communication by the manager by giving out 

the job description 
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