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within an Organization It Is Important That Employees and Managers Are Communicating in Such a Way That All Possible Information Sharing Is Taking Place. Sometimes However, Managers Are Communicating to Their Employees Not Knowing How Well the Communication Is Working. Sometimes Managers Do Not Even Know How to Communicate Well, In Accordance to the Employee’s Needs. Along with This Common Communication Gap, The Recent Rise of Technological Advancements in Communication Within an Organization, Can Cause That Gap to Spread Even Wider. In the Present Paper, The Role of Managers As a Key Player in a Communication Process, And How That Process Is Transforming with Technology Is Investigated. It Is Hypothesized That That Managers Need to Take an Active Role in Communicating with Employees to Create a Successful Organization, Which Should Stand Even Truer with the Rise of Technological Advancements That Reduce Face to Face Communication. It Is Pertinent That Research Be Found On Communication Within a Workplace Because so Many Employees Within an Organization Get Caught in Inopportune Situations, That Could Have Been Easily Avoided Given That There Was Adequate Communication. In an Attempt to Support the Hypothesis, Ten Literature Reviews Have Been Written Pertaining to Communication Within Organizations, Management and Technology.

in a Research Article by Robertson (2005), The Issue of Managers Being the Key Player to Building Better Communication Within an Organization Is Addressed. He States That Four Questions Should Be Asked by Managers to See If They Are Managing the Communication Process Well. First, How Well Is Communication Working in My Organization?, Second, How Will We Know When It Is Working?, Third, How Can We Help It Work Better?, And Lastly, What Are Our Roles and Responsibilities for Helping It Work Better?. To Answer These Questions Robertson States That a Model of What Communication Should Look Like Needs to Be Constructed by the Organization. The Model Should Include, But Not Be Restricted To, Information Openness, Interactive Supportiveness, And an Open and Supportive Communication Climate. Along with the Basic Model, There Should Be Information Adequacy, Where “employees Need to Receive Adequate Amounts of Information On Relevant Topics If They Are Expected to Be Good Performers”, And Information Flow, Where “obstructions to the Open Flow of Information Vertically and Horizontally Need to Be Removed to Allow for the Free Exchange of Ideas, Issues and Opinions” (Robertson, 2005). This Would Ensure That Employees Are Always in the Know of What Is Going On Within Their Organization, And Their Ideas and Opinions Could Flow Freely Throughout the Organization to Make Certain They Are Heard. After This Model Is Implemented Robertson Recommends Handing Out Questionnaires to Employees so That Managers Are Able to Assume More Responsibility for Managing the Communication Process. Robertson Concludes That If the Management of an Organization Knows How to Evaluate and Manage the Communication Process They Can Be Communication Facilitators in the Ever Changing Workplace. Robertson’s Results Support the Hypothesis of Managers Taking an Active Role When Communicating in the Workplace, By Showing That a Model of Communication Is Actually Needed to Provide Structure Within an Ever Changing Organization.
In Robertson’s Research It Is Found That Communication Must Begin in the Management Positions and in Cleveland’s (2005) Research Almost the Same Conclusion Is Formed. While Cleveland Does Not Use an Exact Model Like Robertson, He Does Argue That There Are Seven Steps to Effective Communication Principles. These Are: Commit to Keeping People in the Know, Cultivate a Supporting Culture, Establish Appropriate Communication Tools, Develop Formal and Informal Channels for Communication, Ensure That Structure and Policies Support Communication, Listen Actively and Regularly and Finally, Don’t Over Do It. Robertson’s Main Research Supports the Idea That Effective Leaders Need to Open All Channels of Communication for the Employees, So That They Are Able to Strive for a Common Goal Within the Workplace. He Goes On to Say That While E-Mail and Other Technological Based Communication Can Be a Supplement to Communication, It Should Not Take the Place of Face to Face Communication. Face to Face Communication Can Establish Trust and Encourage the Sharing of Ideas Between Management and Employees. Robertson Concludes That Effective Leaders Are Undoubtedly Tied to Effective Communication. When Employee’s Share in a Sense of What Is Important Within an Organization Developed by the Management, Effective Communication Will Inevitably Follow. This Conclusion Also Supports the Hypothesis That Managers Must Spur Employees by Effective Actions to Engage in Effective Communication. It Also Supports the Idea That While Technological Advancements Can Contribute to Effective Communication, Face to Face Communication Is Still Vital, And Therefore Cannot Replace It.

to Engage Cleveland’s Point On Emails and Technological Communication Even Further, Research by Wellner (2005) Was Studied. She Includes a Study by a Ucla Professor That Shows That 55% Of Meaning in an Interaction Comes From Facial and Body Language and 38% Comes From Vocal Inflection. Only 7% Of the Interaction’s Meaning Comes From the Words Themselves. Since Emails Are Just Words, Wellner States, They Can Be More Easily Misinterpreted by the Receiver. With the Overwhelming Reliance On Emails, Blackberry’s and Text Messaging, This Misinterpretation Is Happening More Frequently Then Ever. When People Within an Office Try to Send Sensitive, Important or Complicated Information Through Text Messages or Emails, There Is an Even Greater Chance of Misunderstanding, Because There Is No Nonverbal Communication to Support It. In Conclusion, Wellner Stresses the Importance of Face to Face Communication When the Details Are Anything Sensitive or Complicated. She Also States That While Emails Are Not All Together Evil, Their Uses Within a Company Could Create a Lot of Personal Problems That Could Be Easily Avoided by Face to Face Communication. Wellner’s Conclusion Supports the Hypothesis That Technological Advancements Have Caused Havoc by Bypassing the One of the Most Important Parts of Communication, Nonverbal Communication. The Only Limitation in the Study Is That It Does Not Come Up with a Reasonable Outline On How to Cure the Miscommunication That Is Occurring so Frequently Within Organizations.

in Smagt’s (2000) Research He Disagrees with Wellner’s Claim That All Communication Over Emails and Text Messages Can Be Misinterpreted. Weller Asks the Question of What the Different Types of Communication Are, And From There, How Indispensable Is Face to Face Communication? He First Presents That Communication Can Be Separated Into Two Categories Within the Workplace, Command and Report. He Says That Face to Face Communication Is Indispensable in ‘report’ Communication. Report Communication As Defined by Smagt, Is Like a Monologue Where Back and Forth Exchange of Communication Is Not Needed. Information Is Simply Being Transferred From the Sender to the Receiver. ‘command’ Communication However, Entails That the Receiver Must Understand the Command, And It's Relevance to Their Position. This Means That There Could Be a Multitude of Variables Ranging From Point of Reference, To the Definition of Their Position. Those Variables Need to Be Defined by Management for the Employee so That Everyone has a Similar Understanding of the Organizations Current Definitions. Smagt Concludes That Because the Definition of One’s Job Could Vary Depending On Their Point of Reference, Face to Face Communication Is Necessary When Engaging in ‘command’ Communication. Smagt’s Research Does Support the Hypothesis That Management Needs to Take an Active Role in Clarifying Communication, While the Rise of Technology Is Replacing Face to Face Communication. While His Definitions Does Limit What in Fact Is Necessary to Engage in Face to Face Communication, His Research Still Agrees That It Is Necessary in Many Circumstances.

a Lot Like Robertson, Bayerlein and Gailey (2005) Have Established a Model for Managers to Follow to Better Communicate with Their Employees. Their Research Supports the Idea That Open Communication Between Management and Employees Can Engage Employees and Improve Performance. Their Six Communicating Principles Are: Build Communication and an Integrated System Connected to the Business Strategy; Provide Clarity, Information and Inspiration to Connect Head, Hands, Hearts and Mind; Use Communication As a Leadership Alignment Took; Establish Strategic Communication Competencies for Leaders, Managers and Supervisors; Analyze Information Flow to Provide Neutral, Objective Perspectives On Critical Issues; And Move Faster Than the Speed of Change. In Their Research, Bayerlein and Gailey Conclude That These Six Principles Are the Basis for Guaranteeing Open Communication Within an Organization. Communication Must Start From the Management Who Have a Clear Understanding of the Information, And From There Must Connect To, And Inter Connect Employees to Better Communicate On Issues. They Conclude That with Open Communication You Can Embody Both Communication and Teamwork and in the Long Run Save a Lot of Time, And Therefore Money. This Conclusion Supports the Hypothesis That It Dependant On Management to Engage a Communication Processes for Employees, So They Can Truly Understand Their Positions and Issues Surrounding Them in the Organization.

employees Do Not Only Learn and Understand Their Position and Issues Directly From Management, Like Bayerlein and Gailey Conclude. Kraut, Fish, Root, Chalfonte (1990), Provide Research That States That Informal Communication Between Same Level Employees Is Pertinent in Creating Open Communication in an Organization. This Informal Communication Is Usual Through Working in Close Proximity with Colleagues. “the Relationships That Are Established From Working in Such a Close Proximity Result in Informal Communication Which Can Make Work Much More Enjoyable and the Employees More Productive”, Says Chalfonte, Et Al. (1990). They Conclude That When People Get to Know One Another They Create a Common Goal, Or Purposes of Their Positions Which Can Help Make Communication Clearer. It Can Also Result in Better Planning and Coordination in Group Work, And Make Each Employee More Productive. This Conclusion Does Not Support the Hypothesis Because Even Though the Research Stresses the Importance of Communication, It Only Stresses the Importance On Informal Communication Between Colleagues, As Being the Beneficial Factor to Creating Open Communication Those Colleagues Might Be Management or Lower Level Employees, But the Research Does Not Speak of the Importance of Informal Communication Between Managers and Employees. To Better Understand the Hierarchy and Attitudes Within an Organization This Would Be a Good Area to Supplement Their Research.

although Her Research Took Place Over Fifty Years Ago, Ronken’s (1951) Research and Conclusions Are Still Seen in Organizations Today. Ronken Takes Chalfonte’s Claim One Step Further. While Chalfonte Says That Informal Communication Made People Feel More Comfortable and Willing to Work, Ronken States That This Informal Communication Must Take Place Between Managers and Employees. If a Manager Knows Some of an Employee’s Past Experiences Through Informal Communication the Manager Can Relate, Or Understand How the Employee Views Their Position Within the Organization. Beyond That, Ronken States That Even If the Manager Does Know the Employee’s Past It Is Possible for the Manager Not to Relate Those Experiences to Current Ones Inside the Employee’s Position. Ronken Stresses the Importance of Creating a Sense of Belonging and Acceptance Among Employees by Having Them Understand One Another’s Backgrounds. This Can Aid the Organization in Creating a Healthy Communication Process. Ronken’s Research Supports the Hypothesis by Outlining That the Communication From Managers Down to Employees Can Clear Up Communication Gaps That Could Occur by the Misconception of an Employee’s Position Based On a Previous Outlook.

research Done by Fatt (1996) Raises the Question of Why Training in Communications Is Relevant to a Managerial Position. Fatt States That in a Study Done at the University of Nebraska at Lincoln, 470 Graduate Students Recognized That the Most Important Communication Skills for Job Success Are: Building Relationships, Listening, Giving Feedback, Exchanging Routine Information, And Soliciting Feedback, Advising and Persuading. Fatt Notes That Highly Motivated Employees That Make the Greatest Contribution to the Organization Were Done by Employees Where There Was Full and Open Communication. While Communication Majors May Not Get the Most Jobs As Compared to Scientific Fields, Their Knowledge of Communication Can Be Taken to Any Field. “while Business Knowledge Is Useful to a Corporation, It Gains Amplitude and Utility When Enhanced by the Knowledge of How to Keep the Lines of Business Discussion Clear and Open. We… Need Managing Professionals, Not Professional Managers”, Argues Fatt (1996). He Concludes That Communications Professionals Should Not Only Strive to Communicate, But to Communicate to Manage. Fatt’s Research Supports the Hypothesis Well That to Be a Managerial Position, One Must Know to Create a Clear and Open Communication Process for and to Their Employee’s. Fatt Also States That Recently There Have Been Too Many Business People in Managerial Positions, When What an Organization Needs Is a Business Person with Communication Skills to Succeed in the Workplace. This Supports the Hypothesis Even Further by Stating That Excellent Communication Skills to Even Hold a Managerial Position Are Essential.

lastly, Research Done by Sonnetag (2000) Addresses Three Questions to Determine the Relevance of Communication in an Excellent Performer, As Determined by Their Coworkers and Outside Research. The Three Questions Were: How Are Excellent Performers Perceived by Their Coworkers? What Do Excellent Performers Regard As Important When Accomplishing a Work Task? What Do Excellent Performers Do? When Coworkers Were Interviewed It Was Found That in Most of the Descriptions of an Exceptional Coworker Included Good Cooperative and Communication Skills. This Included: Supports Others, Able to Listen Carefully, Expresses Ideas in a Clear and Straightforward Way, Gives Good Explanations and has Good Presentation Skills. Along with These Attributes, Sonnetag Reports That Exceptional Workers Also Ask for Feedback and Regard Cooperation As Highly Important, And has Concern for Their Team or Department As a Whole. Sonnetag’s Research Supports the Hypothesis Well Because If an Exceptional Coworker or Manager Is Considered That by His Peers, And Bases It On the Fact That They Are Proficient in Communicating; It Is Obvious That Clear Communication to and From Employees Is Regarded As One of the Most Important Characteristics in an Organization.

taken Together These Results Clearly Indicate That It Is Necessary That Managers Take an Active Role in Communicating with Employees to Create a Successful Organization, Which Stood Even Truer with Results From the Impact of the Rise of Technological Advancements. Managers That Are Able to Communicate Well Are Looked Up to by Their Coworkers and Employees. Not Only Is It a Respectable Attribute, But Can Afford the Organization the Opportunity to Increase Output by Taking Less Time Trying to Understand Specific Roles and Individuals. Technological Advancements Were Also Proved to Be a Supplement to a Successful Organization, But Could Not Take the Place of Face to Face Communication If That Successful Organization Wanted to Continue. The Lack of Nonverbal Communication in Emails and Text Messaging Causes Output to Decrease Because of the Rise in Misinterpretations. To Create or Participate in a Successful Organization It Is Clear Through These Literature Reviews That One Must Be Proficient at Communicating Under Different Circumstancesc with an Array of Different Individuals.
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