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Abstract

This study aims to examine the impact of effective communication between employees and
stakeholders on employee productivity at King Fahd Medical Research Center. A quantitative analytical
approach was adopted, and data were collected from (29) employees using a structured questionnaire.
The analysis was conducted using descriptive statistics and ANOVA to evaluate the relationship

between the study variables.

The results revealed that the overall level of effective communication was high across its dimensions—
clarity, timeliness, feedback, and communication channels. The findings also indicated a statistically
significant relationship between communication effectiveness and employee productivity. Moreover,
productivity dimensions—time efficiency, work quality, time management, and goal achievement—

recorded high and very high levels among participants.

Based on these results, the study recommends enhancing communication practices within the center,
increasing opportunities for employee feedback, and strengthening communication channels to further

improve em ployee prod uctivity.

Keywords:

Effective Communication, Employee Productivity, Stakeholder Communication, Internal

Communication, Feedback, Timeliness, Communication Channels, Work Quality, Time Management,

Goal Achievement.




Acknowledgment

I would like to express my deepest gratitude and sincere appreciation to everyone who
contributed to the completion of this research and its presentation in the way | aspired to

achieve.

The continuous encouragement and constructive guidance | received played a significant role in
overcoming challenges and refining this work academically and methodologically. To all who

offered support, advice, or valuable feedback, | extend my heartfelt thanks and appreciation.

I would also like to extend my sincere thanks and appreciation to the administration of King
Fahd Medical Research Center for their kind cooperation, granting me the opportunity to
conduct the field study within the center, and facilitating all procedures related to distributing

and collecting the questionnaires.

My sincere appreciation is also extended to all the employees who kindly participated in this
research by completing the questionnaires and sharing their opinions with honesty and
transparency, which contributed to achieving the study’s objectives with accuracy and

objectivity.

Special thanks and appreciation go to my beloved family, who have been my greatest source of
support throughout my academic journey. Their prayers, encouragement, and patience have
been invaluable during the preparation of this research. | also express my gratitude to my friends

and colleagues for their guidance and support at every stage.

Finally, I pray that Allah Almighty makes this work sincerely for His sake, that it benefits
researchers and those interested in this field, and that He rewards everyone who contributed to

it with the best of rewards.




Table of Contents:
Abstract
Acknowledgment
Table of Contents
Table of Contents
Table of Contents
Table of Contents
List of Tables

List of Figures
Chapter One
Introduction

Problem Statement

Significance of the Study

Objectives of the Study

Research Questions

Research Hypotheses

Research Model of the Study

Figure 1: Research Model of the Study

Delimitations of the Study

Conclusion

Chapter Two: Theoretical Framework and Previous Studies
Introduction

Theoretical Farmework

Theoretical Farmework




Theoretical Farmework

Arabic Studies

Arabic Studies

Arabic Studies

Arabbic Studies

English Studies

English Studies

English Studies

English Studies

What Makes This Study Different from Previous Studies
Conclusion

Chapter Three: Research Methodology
Introduction

Research Methodology and Methods

Sample of the Study

Instrument of the Study

Steps for Developing the Research Instrument

Steps for Developing the Research Instrument

Steps for Developing the Research Instrument

Validity of the Study Instrument Items
Validity of the Study Instrument Items
Validity of the Study Instrument Items
Validity of the Study Instrument Items

Validity of the Study Instrument Items




Chapter Four: Results and Recommendations
Introduction

Data Analysis
Data Analysis
Data Analysis
Data Analysis
Data Analysis
Data Analysis
Data Analysis

Hypothesis Testing
Hypothesis Testing
Hypothesis Testing
Hypothesis Testing
Hypothesis Testing

Results

Results

Results
Recommendations
Recommendations
Proposals
Proposals
References

English References

English References

English References




Arabic References

Appendices

Questionnaire

Questionnaire

Questionnaire

Questionnaire

Questionnaire

Questionnaire

Questionnaire




List of Tables:

Table (1): Distribution of the Sample According to Demographic Characteristics (Gender — Age — Educational Level —

Years of Experience — Job Title)
Table (2): Internal Consistency Validity of the Study Dimensions

Table (3): Cronbach’s Alpha Reliability Coefficients for the Questionnaire Dimensions and the Overall

Instrument

Table (4): Response Weights According to the Five-Point Likert Scale

Table (5): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Clarity Axis
Table (6): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Timeliness Axis
Table (7): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Feedback Axis

Table (8): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Communication Channels

Table (9): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Time Efficiency Axis

Table (10): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Work Quality Axis

Table (11): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Time Management

Table (13) ANOVA Test Table for the Main Hypothesis

Table (14) ANOVA Test Table for the First Sub-Hypothesis
Table (15 ) ANOVA Test Table for the Second Sub-Hypothesis
Table (16 ) ANOVA Test Table for the Third Sub-Hypothesis

Table (17 ) ANOVA Test Table for the Fourth Sub-Hypothesis

Table (18 ) ANOVA Test Table for the Fifth Sub-Hypothesis




List of Figures :

Figure 1: Research Model of the Study




Chapter One

10



Introduction:

Effective communication has emerged as a foundational element in the strategic management of
modern organizations. Itis widely acknowledged as a key driver of organizational success, influencing
not only operational efficiency but also employee engagement, stakeholder relations, and overall
productivity. Within increasingly complex and interconnected work environments, communication

serves as a mechanism for alignment, coordination, and the cultivation of a shared vision across all

levels of the organization (Robbins & Judge, 2019; Men, 2014).0

Stakeholders, both internal (such as executives and team members) and external (such as clients,
suppliers, and institutional partners), exert significant influence on organizational dynamics. The
quality of communication between employees and stakeholders is therefore critical to ensuring clarity
of expectations, reducing operational friction, and enhancing performance outcomes. Strong and
transparent communication fosters trust, streamlines workflows, and contributes to a more productive

work environment (Freeman, 1984; Welch, 2012).?)

Accordingly, this study seeks to examine the impact of effective communication between employees
and stakeholders on employee productivity. The research will focus on a case study of the King Fahd
Medical Research Center in Jeddah, Saudi Arabia—an institution characterized by interdisciplinary
collaboration, knowledge exchange, and frequent interaction with diverse stakeholders. The aim is to
explore how communication practices within such a context shape individual and organizational

performance (Men, 2014; Welch, 201 2).)




Problem Statement:

Effective communication between employees and stakeholders plays a vital role in improving
employee productivity and overall organizational performance. It enhances collaboration, alignment,

and mutual understanding across roles (Robbins & Judge, 2019; Welch, 201 2).(4)

Yet, many organizations still face challenges in maintaining clear communication, which can resultin
confusion, delays, and reduced employee performance—especially in complex environments like
research institutions (Men, 2014; Freeman, 1984)(5) . This issue is particularly relevant at King Fahd
Medical Research Center, where cross-functional collaboration and stakeholder interaction are

essential (Welch, 2012; Men, 2014).®

Although past studies have examined communication and stakeholder engagement separately, few

have addressed their combined impact on employee productivity in healthcare research settings in the

Arab region (Freeman, 1984; Men, 2014).©

Therefore, this study aims to explore how effective communication between employees and

stakeholders affects employee productivity at King Fahd Medical Research Center.

Main Research Question:

How does effective communication between employees and stakeholders impact employee

productivity at King Fahd Medical Research Center, Jeddah?




Significance of the Study:

1. Theoretical Significance

1.

This study contributes to the development of the theoretical framework that explains the
relationship between effective organizational communication and employee productivity, with
afocus on the interaction between employees and stakeholders as a key factor in individual
performance.

It addresses a clear research gap in Arabic literature, where limited attention has been given to
the impact of employee—stakeholder communication within research-based work
environments, particularly in medical institutions.

The study paves the way for future research to explore practical and comparative models that
examine how different organizational communication strategies affect employee performance

across various sectors.

Practical Significance

The study provides a realistic view of how communication systems within institutions
influence employee productivity, contributing to the improvement of the work environment
and operational efficiency.

Its findings can support the development of effective communication strategies and policies
within the King Fahd Medical Research Center, with potential applicability to similar
institutions in the healthcare and research sectors.

It enables top management and HR departments to make evidence-based administrative
decisions by linking communication quality to productivity outcomes.

The study helps institutions foster a culture of clarity and positive engagement, which

positively impacts output quality and enhances employee satisfaction.




Objectives of the Study:

1.

To identify the status of effective communication between employees and stakeholders at the

King Fahd Medical Research Center.

To identify the extent to which employees perceive the importance of communication with

stakeholders in enhancing job performance.

To identify the impact of internal and external communication quality on employee

productivity within a research-based work environment.

To identify the most used methods and channels of communication between employees and

stakeholders.

To identify the main challenges and barriers facing communication within the center.

To identify the differences in the impact of effective communication on productivity based on

demographic characteristics (such as job role, experience, and gender).

To identify the key suggestions proposed by employees and stakeholders to improve

communication effectiveness within the institution.




Research Questions:
What is the current status of effective communication between employees and stakeholders at
King Fahd Medical Research Center?
To what extent do employees perceive the importance of communication with stakeholders in
enhancing their job performance?
What is the impact of internal and external communication quality on employee productivity
in a research-based work environment?
What are the main methods and channels used in communication between employees and

stakeholders?

What are the key challenges and barriers facing communication within the center?

Are there statistically significant differences in the impact of effective communication on
employee productivity based on demographic variables (such as job role, years of experience,
and gender)?

What are the main suggestions proposed by employees and stakeholders to enhance

communication effectiveness within the institution?




Research Hypotheses:

® Main Hypothesis:

There is a statistically significant relationship between the effectiveness of communication between

employees and stakeholders and employee productivity at King Fahd Medical Research Center.

Sub-Hypotheses:

There is a statistically significant relationship between the level of internal communication and
employee productivity.

There is a statistically significant relationship between the quality of communication with
external stakeholders and employee productivity.

There are statistically significant differences in the impact of effective communication on
employee productivity based on gender (male/female).

There are statistically significant differences in the impact of effective communication on
employee productivity based on years of experience.

There are statistically significant differences in the impact of effective communication on

employee productivity based on job role or administrative department.




Research Model of the Study:

The study aims to explore the relationship between effective communication between employees and
stakeholders and its impact on employee productivity within the workplace, using the King Fahd

Medical Research Center as a practical case
The study identifies two main variables:
Independent Variable: Effective Communication, which includes the following key dimensions:
Clarity
Timeliness
Feedback
Communication Channels
Dependent Variable: Employee Productivity, measured through the following dimensions:
Task Efficiency
Work Quality
Time Management

Goal Achievement

This model assumes that enhancing internal communication—especially between employees and
stakeholders—Ileads to improved employee productivity by fostering mutual understanding, ensuring

information flow, and strengthening the overall performance of the organization.




Effective Communication

Feedback

Communication Channels

Employee Productivity

Time Management

Goal Achievement

Figure 1: Research Model of the Study




Delimitations of the Study:

- Spatial Delimitation:

The study was conducted at King Fahd Medical Research Center in Jeddah, Saudi Arabia.

Temporal Delimitation:

The study covers the year 2025.

Human Delimitation?

The study is limited to all employees working at the center.

Subject Delimitation:

The study focuses on analyzing the impact of effective communication between employees and
stakeholders on employee productivity, by examining the relationship between two main variables:
effective communication (with its four dimensions) and employee productivity (with its four

dimensions).




Conclusion:

At the end of this chapter, a comprehensive overview of the study’s general framework has been

presented, outlining the background that motivated the selection of the topic and emphasizing the
importance of effective communication in the workplace—particularly between employees and

stakeholders—adue to its vital role in enhancing employee productivity.

The chapter also defined the research problem, clarified the main objectives and questions to be
addressed, and introduced the hypotheses that will be tested in the following chapters. Moreover, it
discussed the theoretical and practical significance of the study and provided clear definitions of the

key terms to ensure a common understanding for readers.

Overall, this chapter lays the groundwork for the subsequent sections of the research. Chapter Two will
present a detailed review of relevant literature and develop the theoretical framework that underpins

the study and situates it within the broader context of scientific research.




Chapter Two:

Theoretical Framework and Previous Studies




Introduction:

Effective communication within organizations represents a fundamental pillar in the success of
administrative operations and the achievement of institutional goals. Recent academic studies have
increasingly focused on the role of communication in improving employee performance and
strengthening relationships among key actors within the organization—particularly stakeholders—
who play a crucial role in organizational stability and decision-making effectiveness (Robbins & Judge,

2019).7

Findings from numerous studies indicate that effective communication between employees and
stakeholders contributes to fostering a positive work environment, enhancing job commitment, and
reducing resistance to change. It also plays a critical role in improving productivity and driving
innovation across teams (Men, 201 4)(8)‘ Research has further confirmed that clear, continuous, and
mutually understood communication is positively linked to employee satisfaction and performance

levels (Clampitt & Downs, 2004).®)

In the Saudi context, Altwaijri and Zhang (2023)® found that modern and effective internal

communication plays a crucial role in improving work efficiency and overall productivity. Their study
revealed a significant positive relationship between the use of modern internal communication
tools—such as digital platforms—and employee performance and organizational effectiveness.
Strengthening communication channels between departments also enhances professional interaction,
knowledge sharing, and decision-making, ultimately contributing to better service quality and higher

employee satisfaction.

Accordingly, this chapter presents a critical review of previous studies relevant to the topic, analyzing
their objectives, methodologies, and findings to identify existing research gaps and to benefit from
areas of consensus and divergence in supporting the current study. The chapter also outlines the
theoretical framework underpinning the research, which explains the relationship between
organizational communication and employee productivity, and provides the scientific foundation for

building hypotheses and interpreting results (Creswell, 2014)19




Theoretical Framework :

This chapter presents the core variables of the study: Effective Communication and Employee
Productivity. Itintroduces the key definitions and dimensions of each variable to establish the

theoretical basis for the research.

1 .Effective Communication

Effective communication is defined as the process by which individuals exchange information, ideas,
and emotions in a way that promotes mutual understanding, collaboration, and the achievement of
organizational objectives (Keyton, 201 1)(”). It encompasses verbal and non-verbal messages, formal

and informal channels, and written and oral interactions within the workplace.

From an organizational perspective, effective communication plays a crucial role in building trust,
enhancing teamwork, and motivating employees. In complex environments such as research and

healthcare institutions, it significantly influences productivity and performance (Bakoti¢, 201 6)(12).

The key dimensions of effective communication include:
® (Clarity:

Clarity refers to the extent to which messages are easy to understand, unambiguous, and accurately

convey the intended meaning. Clear communication reduces confusion, enhances coordination, and

aligns expectations between employees and stakeholders (Robbins & Judge, 2019).0%

® Timeliness:

Timeliness relates to delivering messages at the appropriate time to enable effective decision-making

and timely task execution. Even accurate information may lose its value if received too late. Timely

communication reflects the efficiency of organizational communication systems (Keyton, 2011).09




® Feedback:

Feedback is the response provided by the receiver after interpreting the message. It confirms whether
the message was understood correctly and enables adjustments in behavior or decisions. Constructive

feedback fosters interactive and collaborative communication (Bakoti¢, 2016).("

® Communication Channels:

These refer to the mediums through which information is transmitted, such as emails, meetings,
reports, phone calls, or informal conversations. The appropriateness of the channel depends on the
message’s nature, sensitivity, and audience. Diverse and suitable channels increase communication

efficiency (Robbins & Judge, 2019).('

2 .Employee Productivity

Employee productivity is defined as the ability to perform assigned tasks efficiently and effectively
within a specific timeframe, while maintaining quality and achieving organizational goals. It reflects the

tangible contributions employees make through the quantity and quality of their output.

Productivity is influenced by several dimensions that can be used to measure the actual performance of

employees. In this study,

Employee productivity is measured through four key dimensions:

® Task Efficiency:

This refers to the employee’s ability to complete assigned tasks using the least amount of time and

resources while maintaining accuracy. High task efficiency reflects optimal use of time, tools, and effort,

resulting in higher overall productivity. (Robbins & Judge, 2019).("”




® Work Quality:

Work quality involves the degree to which the output meets or exceeds predefined standards and
expectations. It includes attention to detail, minimal errors, and delivering outcomes that contribute to

the organization’s goals. Quality output is often a key indicator of high-performing employees.(Dessler,

2020).0®

® Time Management:

This dimension assesses how well employees organize and allocate their working time to various
responsibilities. Effective time management helps avoid delays, reduces stress, and ensures deadlines

are met without compromising work quality. (Armstrong & Taylor, 201 4).19

® Goal Achievement:

Goal achievement refers to the extent to which employees reach their individual, departmental, or

organizational targets. It reflects not just effort, but alignment with strategic objectives and the ability to

deliver tangible results. (Kaplan & Norton, 2001).2)




Previous Studies:

This section presents a review of previous studies and highlights the distinctions and contributions of

the current study.

Arabic Studies:

1- Al-Qahtani (2021)@"

conducted an applied study titled “The Impact of Administrative Communication on Employees’
Performance in Saudi Public Institutions,” published in the Journal of Administrative and Economic
Sciences at Qassim University. The study explored how administrative communication practices
influence the overall performance of employees in public sector organizations. Using a descriptive
quantitative approach, the researcher designed a detailed questionnaire focusing on three major
dimensions: communication clarity, feedback mechanisms, and managerial responsiveness. The tool

was distributed among 180 employees from various Saudi ministries and governmental departments.

The findings revealed a strong positive correlation between the quality of administrative
communication and employee performance. Specifically, institutions where information flowed
transparently and supervisors maintained two-way communication reported higher levels of efficiency,
commitment, and job satisfaction. The study highlighted that miscommunication or delayed responses
often led to operational bottlenecks and reduced productivity. Based on these findings, Al-Qahtani
recommended enhancing managerial communication skills, creating structured communication
protocols, and encouraging the use ofdigital communication systems to promote openness and

collaboration in government institutions.
2-  Alshammari (2022)®

In 2022, Alshammari published a comprehensive empirical study entitled “Level of Internal
Communication and Employees’ Satisfaction in the Saudi Technical and Vocational Training
Corporation” in the International Journal of Innovation, Creativity and Change. The purpose of this
research was to evaluate the quality of internal communication systems and their impact on
employees’ satisfaction, loyalty, and performance within one of Saudi Arabia’s largest governmental
organizations. The researcher employed a descriptive analytical design and collected data from 2,071
employees across different branches using a structured electronic questionnaire consisting of 35 items
distributed over five key dimensions: clarity of messages, accessibility of information, feedback

responsiveness, communication tools, and managerial support.




The study’s results showed that the level of internal communication significantly affects employee
satisfaction and organizational climate. Open, two-way communication improved trust, motivation,
and commitment, which in turn enhanced productivity. Employees who regularly received updates
from leadership and constructive feedback demonstrated higher engagement levels than those in less
communicative departments. The study concluded that the organization’s communication culture was
one of the most important determinants of performance, recommending continuous training for

supervisors on active |istening, empathetic communication, and information transparency.

3- Abdelhamid (2023)@

Abdelhamid (2023) examined “The Effectiveness of Organizational Communication and Its Impact on
Employee Performance in the Arab Public Sector,” published in the Journal of Administrative Research
at Cairo University. The study aimed to measure the effectiveness of organizational communication
and analyze its influence on performance among public employees in Egypt and several Arab countries.
Using a descriptive analytical methodology, the researcher developed a structured questionnaire based
on four variables: clarity, timeliness, managerial feedback, and communication openness. The

instrument was distributed to a sample of 150 government employees.

The results confirmed that effective communication is a cornerstone of employee performance,
highlighting that institutions with well-defined communication channels and clear feedback cycles tend
to achieve higher productivity levels and better employee morale. Moreover, the study found that poor
information flow and bureaucratic barriers often reduce operational efficiency. Abdelhamid
recommended adopting integrated communication strategies and establishing communication
departments within public institutions to ensure continuous and transparent information exchange.
The study provided a regional comparison showing that Gulf countries, including Saudi Arabia, are

leading in digital transformation that enhances internal communication.

4- King Khalid University (2024)@%

In 2024, King Khalid University published a field study titled “The Impact of Organizational
Communication on Job Performance in a Saudi Arabian-based Private Sector Employee Cohort” in the
Journal of Administrative Sciences. The study explored the relationship between communication
quality and job performance in private companies across Saudi Arabia. A descriptive analytical

approach was adopted, with 250 employees from manufacturing, banking, and service sectors




participating. The research instrument consisted of a five-point Likert questionnaire that assessed

communication clarity, feedback effectiveness, leadership interaction, and accessibility of information.

The analysis revealed a strong statistical correlation between efficient organizational communication
and improved performance indicators such as task completion rate, teamwork effectiveness, and
innovation. Employees who felt well-informed and included in decision-making processes exhibited
higher satisfaction and productivity levels. The study concluded that communication functions not only
as an operational process but also as a strategic tool that shapes organizational culture and
competitiveness. Recommendations included the implementation of digital communication platforms,
leadership training programs, and feedback-driven communication models to enhance responsiveness

and transparency within private enterprises.

5-  Altwaijri & Zhang (2023)©)

Altwaijri and Zhang (2023) presented a detailed investigation under the title “New Patterns of Internal
Communication in Public Organization: A Case Study of Saudi Arabia,” published in Public
Administration Research. The research aimed to analyze how digital transformation reshapes internal
communication processes and influences public employees’ productivity and engagement. A
descriptive analytical design was utilized, and data were collected from 180 employees working in
different public agencies. The study examined both formal and informal communication networks,

including email exchanges, online meetings, and digital workgroups.

Results showed that digital internal communication tools improved efficiency, transparency, and
coordination among employees. The study also discovered that employees who regularly interacted
with supervisors through digital platforms displayed higher task accomplishment and motivation
levels. However, it warned that excessive reliance on digital channels without personal interaction
could reduce social cohesion. The authors recommended developing hybrid communication strategies
that balance technology with interpersonal communication and establishing training programs to

enhance digital communication skills among public servants.

6- Al-Harbi (2025)2®

Al-Harbi (2025) conducted a study entitled “The Impact of Internal Communication on Institutional
Performance Efficiency: An Applied Study on the University of Tabuk,” published in the Arab Journal of

Administrative Sciences. The research investigated how internal communication affects institutional




performance in academic settings. The researcher adopted a descriptive quantitative methodology
using a structured questionnaire composed of 30 items distributed among 200 administrative and

academic staff members.

The study found a strong, statistically significant relationship between communication efficiency and
institutional performance. Effective communication helped align individual goals with organizational
objectives, streamlined administrative processes, and fostered teamwork. Moreover, departments that
maintained regular internal meetings and feedback systems recorded higher levels of productivity. The
research recommended establishing formal internal communication units within universities, creating
clear upward and downward channels of communication, and integrating digital communication
platforms to support academic coordination. Al-Harbi concluded that communication serves as both a

management function and a driver of institutional excellence in higher education.

® Comment on the Arabic Studies

The reviewed Arabic studies agreed that effective internal communication is very important for
improving employee performance and productivity. Studies such as Al-Qahtani (2021), Abdelhamid
(2023), and King Khalid University (2024) showed that clear communication, fast information sharing,

and regular feedback help employees work better and feel more satisfied. Other studies like

Alshammari (2022) and Al-Harbi (2025) also confirmed that good communication between managers

and employees builds trust and teamwork.

The study by Altwaijri and Zhang (2023) focused on digital communication, showing that online tools
make communication faster but can reduce personal interaction if used too much. Most of the Arabic
studies were done in universities, government institutions, or private companies, and they used
quantitative methods such as surveys. However, they did not explain in detail how communication

affects productivity.

For this reason, the current study will focus on a medical research center to fill this gap and to
understand more clearly how effective communication between employees and stakeholders can

improve em ployee prod uctivity.




English Studies:

1- Clampitt & Downs (1993)?”

conducted one of the foundational empirical studies linking organizational communication and
employee productivity, aiming to understand how employees perceive communication as a
determinant of performance and efficiency in different organizational contexts. The research adopted a
field study design and collected data through surveys and structured interviews in multiple U.S.-based
organizations, including both service and manufacturing sectors. The instrument measured several
communication dimensions such as message clarity, information adequacy, responsiveness, feedback
quality, and both formal and informal communication flow. Using hierarchical regression analysis, the
study demonstrated a statistically significant positive relationship between communication satisfaction
and perceived productivity. Specifically, employees who reported receiving timely, accurate, and clear
messages exhibited higher task efficiency and morale, while communication breakdowns were
associated with wasted time, duplicated effort, and lower motivation. Interestingly, the study also
revealed that certain communication dimensions—patrticularly clarity and feedback—nhad stronger
impacts in service-oriented settings compared to industrial environments. The authors concluded that
effective communication systems are essential for aligning employee behavior with organizational
goals, recommending that managers establish multidirectional communication channels and consistent

feedback mechanisms to strengthen performance outcomes.

2- Welch (2012)@®)

examined the role of internal communication quality from the employee’s perspective, with a
particular focus on how appropriateness and acceptability of messages affect engagement, trust, and
overall performance. The study employed a quantitative survey method with employees from medium
and large organizations in the United Kingdom, assessing key constructs such as clarity, consistency,
openness, and timeliness of internal communication. Findings indicated that clear, transparent, and
two-way communication significantly enhanced employee engagement and productivity. Employees
who perceived internal communication as open and participative were more Iikely to demonstrate
organizational commitment and initiative. Moreover, Welch highlighted that communication success
depends not only on message content but also on delivery style and timing, as delayed or overly formal
messages can undermine trust and motivation. The study concluded that internal communication

should be viewed as a strategic management tool rather than a technical process, emphasizing the




importance of employee feedback, empathetic listening, and participatory dialogue. It recommended
developing internal communication frameworks that prioritize employee voice and align

communication practices with organizational culture and values.

3- Men &Stacks (2014))

explored the impact of authentic leadership and strategic internal communication on employee—
organization relationships, particularly how leadership communication mediates employee
engagement and productivity. Using a quantitative approach and structural equation modeling (SEM),
the researchers surveyed employees across several U.S. corporations to test relationships between
authentic leadership, transparent communication, and employee trust. The results revealed that leaders
who engaged in open, ethical, and symmetrical communication fostered stronger trust and higher
commitment among employees. These behaviors significantly enhanced job satisfaction and
productivity levels. The study provided empirical evidence that strategic internal communication acts as
a bridge between leadership and employee performance, where authenticity and transparency reduce
uncertainty and increase emotional engagement. Men and Stacks recommended that organizations
integrate leadership communication into their strategic frameworks and train managers to practice
openness, empathy, and consistent feedback. Their work advanced communication theory by
identifying internal communication as a core leadership competency rather than a subordinate

administrative function.

4- Yildiz (2015)¢?

conducted a comparative case study investigating the relationship between internal communication
practices and productivity within the hospitality sector. The research focused on three hotels of varying
sizes and management structures, using qualitative methods including interviews, document analysis,
and direct observation. The study examined how communication systems—aboth formal and
informal—affect coordination, employee motivation, and customer service quality. Results showed
that hotels with well-structured internal communication systems, regular team meetings, and active
feedback loops achieved significantly higher operational efficiency and service standards. Conversely,
communication barriers such as hierarchical rigidity and lack of clarity were linked to service errors,

delays, and low morale. The study emphasized that the alignment of communication strategy with




organizational goals is crucial in service-based environments where employee—customer interaction
directly influences outcomes. Yildiz concluded that internal communication should function as an
integrated management process that synchronizes departments and promotes teamwork, proposing
the use of digital platforms and horizontal communication models to support flexibility and

I’ESPOHSiVEI‘leSS.

5- Duttaetal. (2021)¢"

Dutta and colleagues applied an innovative approach by using organizational communication network
analysis (ONA) to examine how human communication patterns correlate with productivity in a
corporate technology environment. The study tracked communication behaviors of 79 employees over
athree-year period, collecting anonymized voice and interaction data during working hours to model
communication networks. By applying statistical and computational analyses, the researchers
evaluated network density, centrality, reciprocity, and their relationship to measurable productivity
indicators. The findings revealed that balanced and open communication networks—where
employees are neither overloaded nor isolated—Iead to the highest levels of productivity and
innovation. Teams with excessive communication frequency showed reduced efficiency due to
“communication fatigue,” whereas structured yet flexible interactions optimized performance. This
study contributed a novel perspective by quantifying the structure and flow of communication rather
than relying solely on employee perceptions. Dutta et al. concluded that modern organizations must
adopt data-informed communication management to maintain balance between connectivity and

focus, leveraging digital analytics to enhance performance outcomes.

6- Musheke & Phiri (2021)¢?

Musheke and Phiri (2021) investigated the impact of effective communication on organizational
performance through the lens of systems theory, emphasizing that communication acts as the central
mechanism connecting all functional subsystems within an organization. The study employed a
descriptive analytical design combining quantitative surveys and qualitative interviews with employees
and managers from both public and private organizations. Findings revealed that organizations that
maintain open, multidirectional communication channels exhibit superior coordination, adaptability,

and decision-making efficiency, which in turn improves productivity. Poor communication, on the




other hand, led to duplication of tasks, delayed responses, and decreased employee engagement. The
authors highlighted that effective communication reduces ambiguity, builds trust, and enhances
collaboration—elements vital for achieving systemic equilibrium. The study recommended
establishing integrated communication frameworks with continuous feedback, cross-functional
meetings, and digital collaboration platforms. It concluded that communication should be recognized
as a strategic system driver influencing all aspects of performance and innovation within modern

organizations.

® Comment on the English Studies

Most of the reviewed foreign studies agreed that effective internal communication plays an important
role in improving employee performance and productivity. Studies such as Clampitt and Downs

(1993), Welch (2012), and Men and Stacks (2014) showed that clear and open communication helps

build trust and motivation among employees, which leads to better results.

Other studies, including Yildiz (2015) and Dutta et al. (2021), focused on how communication systems
and digital tools improve coordination and reduce mistakes in the workplace. They also confirmed that

regular feedback and transparent information sharing support teamwork and increase efficiency.

Some recent studies used statistical and analytical methods to measure how the quality of
communication directly affects performance indicators such as collaboration, innovation, and

employee retention.

Even though these studies gave important results, most of them were done in business and industrial
organizations, with very little attention to research or healthcare institutions, especially in Saudi Arabia.
Therefore, this study will benefit from these previous results and apply them to the King Fahd Medical
Research Center to understand how communication between employees and stakeholders can

improve productivity in a research environment.




® What Makes This Study Different from Previous Studies:

This study differs from previous studies in several important ways. While many earlier studies—both
foreign and Arabic—nhave focused on the impact of internal communication in business, industrial, or
service organizations, very few have examined this relationship within a medical research
environment. The present study is conducted at the King Fahd Medical Research Center in Jeddah,
which represents a unique setting characterized by interdisciplinary collaboration, knowledge

exchange, and frequent interaction with multiple stakeholders.

Another distinction is that this study specifically explores the connection between effective
communication and employee productivity, linking both employee and stakeholder perspectives
within one framework. Previous studies often examined either internal communication or stakeholder

relations separately, but not their combined influence on performance.

Additionally, this research aims to apply international findings to a Saudi context, providing localized

insights that can help improve communication practices in research and healthcare institutions. By
integrating global theories with the realities of a specialized local organization, this study contributes
new knowledge that can benefit both academic literature and practical management in the Saudi public

sector.




Conclusion:

In conclusion, this chapter has provided a comprehensive overview of the key theoretical foundations
underpinning the study. It explored the core constructs of effective communication and employee productivity,

breaking down each into specific, measurable dimensions.

Effective communication was examined through clarity, timeliness, feedback, and communication channels—

factors consistently highlighted in the literature as essential for fostering organizational cohesion and

improving performance (Robbins & Judge, 2019; Keyton, 201 1)(33)

According to Robbins and Judge, communication serves as the foundation of coordination and mutual
understanding between organizational members, enabling the smooth flow of information and the reduction
of conflict. Similarly, Keyton emphasized that organizational communication is not only about information

exchange but also about shaping the organizational culture that drives collaboration and efficiency.

On the other hand, employee productivity was discussed in relation to task efficiency, quality of output, time
management, and goal achievement, with attention to the organizational and psychological factors that

influence these outcomes (Bakotié¢, 2016; Armstrong & Taylor, 2014).(34)

Bakoti¢ found that job satisfaction and internal motivation directly enhance organizational performance, while
Armstrong and Taylor explained that managing productivity requires balancing human and technical resources
through effective HR practices. Both scholars emphasized that communication and employee empowerment

play a central role in achieving sustainable productivity improvements.

The review of previous studies reinforced the significance of communication as a strategic tool that not only
enhances operational effectiveness but also determines employee engagement and output (Dessler, 2020;

Greenberg, 2011)6Y

Dessler argued that effective communication strengthens employee commitment and reduces role ambiguity,
while Greenberg emphasized that open communication climates improve morale, cooperation, and job
performance. Together, these studies confirm that communication functions as a strategic mechanism linking

people, performance, and organizational success.

Finally, the theoretical framework developed in this chapter serves as the foundation for designing the research
methodology, including the construction of the questionnaire and interpretation of findings. It bridges the gap
between theoretical insights and practical application by contextualizing the research within the environment

of King Fahd Medical Research Center.

This integration supports the development of evidence-based recommendations aimed at improving

communication practices and enhancing employee productivity within research institutions.




Chapter Three:

Research Methodology




Introduction?

This chapter presents the methodology adopted by the researcher to carry out the study, which aims to

analyze the impact of effective communication between employees and stakeholders on employee
productivity at King Fahd Medical Research Center. The chapter includes a detailed explanation of the
research design, data collection instrument, study population and sample, as well as the methods used

for data analysis.

The descriptive-analytical approach was chosen as it is the most appropriate for the nature of this
study. This method allows the researcher to examine the relationship between variables and to derive

accurate results based on field data (Creswell, 2014)9

Astructured questionnaire was developed as the main tool for data collection. The questionnaire was
carefully designed to align with the objectives and research questions of the study, ensuring that it
captures the dimensions of both the independent and dependent variables in a measurable and reliable

manner (Saunders, Lewis, & Thornhill, 2019).¢7




Research Methodology and Methods:

This study adopts a descriptive-analytical approach, as it is well-suited to the nature of the research,
which seeks to explore the relationship between effective communication and employee productivity.
This methodology allows the researcher to describe the current situation and analyze the interaction
between variables using field data. It is widely used in administrative and social research due to its

ability to produce evidence-based conclusions rooted in observed phenomena (Creswell, 2014).®)

To collect the necessary data, a structured questionnaire based on a five-point Likert scale was
developed. The items were designed in alignment with the theoretical framework and insights from
prior studies. The questionnaire was divided into two main sections: the first measuring the dimensions
of effective communication (clarity, timeliness, feedback, and communication channels), and the
second focusing on employee productivity dimensions (task efficiency, work quality, time

management, and goal achievement) (Saunders et al., 2019).49

Following data collection, the responses will be analyzed using both descriptive and inferential
statistical techniques, such as frequencies, percentages, means, standard deviations, and Pearson

correlation tests to determine the strength and significance of relationships between variables.

Population of the Study:

The population of the study consists of all employees working at King Fahd Medical Research Center in

Jeddah, Saudi Arabia.

This population was selected due to the nature of the work at the center, which requires a high level of

coordination and effective communication between employees and stakeholders.




Sample of the Study:

Arandom sample was selected from the study population, consisting of employees working at the King
Fahd Medical Research Center in Jeddah, Saudi Arabia. An electronic questionnaire was distributed to
the participants to collect data accurately and efficiently, ensuring appropriate representation of the
various departments within the center. A total of 29 valid questionnaires were obtained out of
approximately 300 employees who constitute the study population. This number is considered
adequate for conducting the required statistical analyses, given the nature and objectives of the study,
as well as the fact that the instrument was distributed electronically to a workforce distributed across

multiple specialized units within the center.
Itiple specialized units within the cent

Statistical literature indicates that sample sizes ranging between 20 and 30 participants are appropriate
for descriptive studies that employ standardized measurement instruments, particularly when the study
population shares similar job characteristics. Therefore, the obtained sample size is sufficient and meets
the statistical requirements, supporting the reliability of the study’s findings (Thompson, 201 2)40,

Table (1): Distribution of the Sample According to Demographic Characteristics (Gender — Age — Educational Level — Years of

Experience — Job Title)

Male

Gender
Female

30-40 years

40-50+ years

Bachelor’s Degree

Master’s Degree or

Education Level Higher

Diploma

Other




5-10 years

Years of Experience More than 10 years

Technician

Administrative

Job Title
Other

The table above shows that males represent the highest percentage of participants, accounting for 69%, compared to
31% females, which reflects the general workforce distribution within the center. The results also indicate that the most

common age group among participants is 30—40 years at 65.5%, followed by those aged 40 years and above at 34.5%.

Regarding educational level, 51.7% of the participants hold a bachelor’s degree, followed by 24.1% who hold a master’s
degree or higher, and 17.2% who hold a diploma. This suggests that most individuals in the sample possess educational

qualifications aligned with the nature of work at the center.

In terms of work experience, a significant proportion of the participants (75.9%) have more than 10 years of experience,
indicating a high level of professional expertise among the sample. As for job title, technicians represent the largest group

at 58.6%, demonstrating the strong presence of technical roles within the center’s work environment.

Instrument of the Study:

This study relied on an electronic questionnaire as the primary tool for data collection from the study

sample, which was developed and distributed through Google Forms.

The questionnaire was designed based on the theoretical framework and findings of previous related

studies on effective communication and employee productivity.

After being reviewed and validated by experts in the fields of management and communication, the

final version was approved and distributed electronically during the year 2025.




The instrument consisted of three main sections, as follows:
| Demographic Data:

This section included five items related to gender, age, educational qualification, years of experience,

and administrative department.
.2 Effective Communication (Independent Variable):

This section comprised four main dimensions — clarity, timeliness, feedback, and communication

channels — with a total of 16 item:s.
3 Employee Productivity (Dependent Variable):

This section also included four main dimensions — task efficiency, work quality, time management,

and goal achievement — with a total of 16 items.

All items were structured using a five-point Likert scale, ranging from “Strongly Disagree (1)" to
“Strongly Agree (5)”, to accurately measure the degree of agreement or disagreement among

respondents.

Steps for Developing the Research Instrument:

The development of the research instrument followed a series of rigorous methodological steps
intended to ensure its validity, reliability, and alignment with the objectives and conceptual framework

of the study. These steps are outlined as follows:
1 .Defining the General Purpose and Direction of the Instrument

The initial step involved establishing the overarching purpose of the instrument, which is to assess the
relationship between effective communication and employee productivity within the context of King

Fahd Medical Research Center.

Clarifying this purpose provided a guiding foundation for constructing all questionnaire items in a

manner directly aligned with the research problem, objectives, and hypotheses.

2 .ldentifying the Measurement Domains




Following the determination of the main purpose, the researcher systematically identified the

measurement domains relevant to each variable to ensure comprehensive coverage of the study

constructs.
Consistent with the theoretical framework, the domains were categorized as follows:
Effective Communication, comprising four dimensions:
Clarity
Timeliness
Feedback
Communication Channels
Employee Productivity, comprising four dimensions:
Task Efficiency
Work Quality
Time Management
Goal Achievement

This step provided a structured foundation for constructing precise and representative questionnaire

items.
3 .Formulating the Performance Statements

Based on the defined domains, the researcher developed the questionnaire items to reflect the

conceptual and operational definitions of each dimension.
The final version of the instrument consisted of 21 items, distributed as follows:
10 items assessing Effective Communication, covering:

Clarity (3 items)

Timeliness (2 items)

Feedback (3 items)




Communication Channels (2 items)
11items assessing Employee Productivity, covering:

Task Efficiency (2 items)

Work Quality (2 items)

Time Management (3 items)

Goal Achievement (4 items)

The items were formulated to be clear, concise, unbiased, and measurable, ensuring their suitability for

statistical analysis.
4 .Selecting the Response Scale

A five-point Likert scale was used to measure the participants’ level of agreement with the

questionnaire items. The scale included the following response options:
A Strongly Agree
Agree
Neutral
Disagree
5 Strongly Disagree

This scale is commonly employed in administrative and behavioral research because it provides clear
and quantifiable data, allowing for accurate statistical analysis and a deeper understanding of

respondents' perspectives.

5 .Reviewing, Evaluating, and Refining the Items

The preliminary version of the instrument underwent a comprehensive linguistic and conceptual

review to ensure clarity, coherence, and alignment with the theoretical foundations of the study.

Subsequently, the instrument was submitted to a panel of academic experts in management and

communication to assess content validity, relevance, and comprehensiveness.

Feedback from the panel was meticulously incorporated to refine, restructure, and optimize the items.




6 .Producing the Final Version of the Instrument

After integrating expert feedback, the instrument was finalized through adjustments to wording,

sequencing, and overall organization to enhance readability and conceptual accuracy.

The final version was approved after ensuring that it met the standards of clarity, internal consistency,

and methodological rigor.
7 .Developing the Electronic Form and Distributing the Instrument

The final instrument was converted into an electronic format using Google Forms to facilitate efficient

dissemination and data collection.

The link to the questionnaire was distributed to employees at King Fahd Medical Research Center in
Jeddah during 2025, enabling timely and accurate collection of responses suitable for subsequent

statistical analysis.

Validity of the Study Instrument Items:

1- Face Validity of the Study Instrument — Expert Judgment

The researcher presented the initial version of the study instrument (the questionnaire) to a group of
expert reviewers. These experts examined and evaluated the questionnaire, and the researcher
requested that they provide their observations regarding the accuracy of the statements in measuring
the intended objectives, the clarity of their wording, the degree to which each item is related to the
dimension it belongs to, and the extent to which the items sufficiently cover all the essential variables

of the study.

The researcher also asked the reviewers to suggest any necessary modifications, whether by rephrasing
certain statements, deleting some items, or adding new ones. Based on the comments and
recommendations provided by the experts, the researcher implemented the modifications agreed upon

by the majority.

As a result, the initial version of the questionnaire was revised and produced in its final form, and the

final validated version of the instrument was included in the appendices.




2- Internal Consistency Validity of the Study Instrument

The internal consistency validity of the study instrument was measured using Pearson’s correlation

coefficient for each dimension. This was done by calculating the correlation between each item and the

total score of the dimension to which it belongs. The instrument was applied to a pilot sample

consisting of 29 employees at King Fahd Medical Research Center in Jeddah, Saudi Arabia. The table

below presents the results.

Table (2): Internal Consistency Validity of the Study Dimensions

1

First Dimensions

Second Dimensions

Third Dimensions

Fourth Dimensions

Fifth Dimensions

Sixth Dimensions

Seventh Dimensions

Eighth Dimensions




The results of Pearson’s correlation analysis between the questionnaire items and the total score of each corresponding
dimension revealed a high level of internal consistency. The correlation coefficients ranged from 0.498 to 0.932, all
exceeding the minimum acceptable threshold of 0.30 commonly referenced in social science research, indicating strong
construct validity of the instrument. The Clarity Dimension showed correlations ranging between (0.498—0.767), while
the Timeliness Dimension demonstrated the highest internal consistency with correlations between (0.921-0.929). The
Feedback Dimension also recorded strong and highly consistent correlations (0.880—0.881). Similarly, the
Communication Channels Dimension showed high correlations ranging from (0.903—0.922), and the Task Efficiency
Dimension demonstrated strong internal coherence with correlations between (0.888—0.910). The Work Quality
Dimension exhibited the highest correlations overall (0.922—0.932), reflecting excellent alignment among its items. The
Time Management Dimension achieved solid internal consistency with correlations between (0.842—0.912), while the
Goal Achievement Dimension showed acceptable to high correlations ranging from (0.634—0.903). Overall, all
correlation coefficients were positive and statistically significant at the (p <0.05) level, with most coefficients also
significant at the more stringent (p<0.01) level, confirming the strong internal consistency and construct validity of the

study instrument.

3- Instrument Reliability

Table (3): Cronbach’s Alpha Reliability Coefficients for the Questionnaire Dimensions and the Overall Instrument

Clarity

Timeliness

Feedback

Communication Channels

Task Efficiency

Work Quality

Time Management

A O INDINDID]|O|IDND|®

Goal Achievement

N
=

The reliability of the study instrument was assessed using Cronbach'’s Alpha for all questionnaire dimensions. The results
showed that most dimensions demonstrated good to excellent reliability, with coefficients of 0.832 for Timeliness, 0.855
for Feedback, 0.798 for Communication Channels, 0.762 for Task Efficiency, 0.837 for Work Quality, 0.859 for Time
Management, and 0.816 for Goal Achievement. These values indicate strong internal consistency within these
dimensions. In contrast, the Clarity Dimension recorded a lower coefficient of 0.256, which is attributed to the limited

number of items; however, it was retained due to its conceptual importance, with this limitation considered when




interpreting the results. Overall, the instrument achieved a very high reliability coefficient of 0.913, confirming its

suitability and consistency for further statistical analysis.

4- Scoring Criterion

To interpret the mean scores of the questionnaire, the five-point Likert scale was divided into five equal
intervals. This was done by calculating the total range of the scale (5 — 1 =4) and then dividing this
range by the five response levels, resulting in an interval width of (0.80). This interval value was used to
determine the boundaries of each category and to classify the mean scores into their corresponding

levels of agreement. The following table presents the scoring ranges used in this study.

Table (4): Response Weights According to the Five-Point Likert Scale

1.00-1.80 Strongly Disagree 20% — <36% Very Low

1.81-2.60 Disagree 36% —<52% Low

2.61-3.40 Neutral 52% — <68% Moderate

3.41-4.20 Agree 68% — <84% High

4.21-5.00 Strongly Agree 84% — 100% Very High

5- Statistical Procedures and Tools Used

The Statistical Package for the Social Sciences (IBM SPSS v.25) was used to analyze the questionnaire

data and achieve the objectives of the study. The statistical procedures used included the following:
1. Frequencies and percentages

Used to describe the demographic characteristics of the sample, including gender, age, educational

level, years of experience, and job title.
2. Pearson correlation coefficient

Used to assess the internal consistency validity of the instrument by examining the correlation between

each item and the total score of its dimension.




3. Cronbach’s Alpha

Used to measure the reliability of the instrument for each dimension and for the questionnaire as a

whole.
4. Means, standard deviations, and relative weights

Used to analyze participants’ responses and determine the level of each item and dimension according

to the five-point Likert scale.
5. Determining response levels

Based on the scoring criteria of the five-point Likert scale, classifying responses into: very low, low,

moderate, high, and very high.
6. Testing the study hypotheses
Using appropriate statistical tests, including:
Pearson correlation for relationship hypotheses.

Independent Samples T-test for differences between two groups (e.g., gender).

One-way ANOVA for differences among more than two groups (e.g., age, experience,

education).

Simple linear regression to examine the effect of communication on productivity.




Chapter Four:

Results and Recommendations




Introduction:
This chapter presents the results obtained from the statistical analysis of the data collected through the
questionnaire, in order to answer the research questions of the study. It also presents the testing of the

research hypotheses, as well as a number of findings and some recommendations.

Data Analysis:

In this section of the study, the examined variables are described as follows:

First Variable: Effective Communication
First: Clarity Axis

The first axis (Clarity) was analyzed by calculating the means, standard deviations, result, relative

weight, level, and rank for each statement within this axis, as shown in the table (5)

Table (5): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Clarity Axis

| receive instructions from
management clearly and

understandably.

| am sometimes assigned
tasks that are notincluded in

my job description.

When changes occur at
work, they are explained to
Neutral | Medium
me clearly by the

administration.

_ 2.4

Table (1) presents the statistical results related to the clarity axis. The findings indicate that Statement

(1) achieved a mean score of (2.14) with a standard deviation of (0.95), placing it in the first rank

among the statements within this axis. Statement (2) obtained a mean score of (2.38) and a standard




deviation of (1.10), ranking second. Meanwhile, Statement (3) recorded the highest mean value of

(2.69) with a standard deviation of (1.02), placing it in the last rank.

The relative weights of the statements ranged from (42.8%) to (53.8%), reflecting variation in the
response levels across the three statements. These values demonstrate the numerical differences in the

participants’ responses as shown in the statistical indicators reported in the table.

Second: Timeliness Axis

The second axis (Timing) was analyzed by calculating the means, standard deviations, result, relative

weight, level, and rank for each statement within this axis, as presented in the table (6)

Table (6): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Timeliness Axis

The available time is
sufficient for me to complete

daily required tasks.

When assigning tasks, the
management considers the
size of the workload and the

time needed to complete it.

_ 2.4

The table shows the statistical results for the timing axis, where Statement (1) recorded a mean score of
(2.28) with a standard deviation of (1.07), ranking first among the statements in this axis. Statement (2)

obtained a mean score of (2.52) and a standard deviation of (1.08), ranking second. The relative

weights of the two statements ranged between (45.5%) and (50.4%), indicating numerical differences

in response levels as reflected in the statistical values shown in the table.




Third: Feedback Axis

The third axis (Feedback) was analyzed by calculating the means, standard deviations, result, relative

weight, level, and rank for each statement within this axis, as shown in the table (7)

Table (7): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Feedback Axis

Stakeholders’ comments are
taken into consideration in
the annual performance

evaluation process.

Performance evaluation
results are used to improve
. Neutral
future performance, not just

for accountability purposes.

Management encourages

employees to share their

opinions and feedback to
improve overall

performance.

The table presents the statistical results related to the feedback axis. Statement (3) recorded the lowest

mean score of (2.48) with a standard deviation of (1.10), ranking first among all statements within this

axis. Statement (1) obtained a mean score of (2.52) with a standard deviation of (1.13), placing itin the

second rank. Meanwhile, Statement (2) recorded the highest mean score of (2.69) and a standard
deviation of (1.13), ranking last. The relative weights of the statements ranged between (49.7%) and

(53.8%), reflecting numerical differences in the response levels as shown in the table.




Fourth: Communication Channels Axis

The fourth axis (Communication Channels) was analyzed by calculating the means, standard

deviations, result, relative weight, level, and rank for each statement within this axis, as presented in the

table (8).

Table (8): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Communication

Channels Axis

The center provides multiple
communication channels,
whether in-person or
electronic, that facilitate

communication.

Inquiries and employee
comments are responded to
promptly through
appropriate communication

channels.
_ 2.16

The table shows the statistical results related to the communication channels axis. Statement (1)

recorded a mean score of (1.86) with a standard deviation of (0.88), ranking first among the statements

of this axis. Statement (2) obtained a mean score of (2.45) with a standard deviation of (1.09), ranking

second. The relative weights of the two statements ranged between (37.2%) and (49.0%), indicating

numerical differences in the response levels as shown in the table.




Second Variable: Employee Productivity
First: Time Efficiency Axis

The first axis within the second variable (Employee Productivity), which represents Time Efficiency, was
analyzed by calculating the means, standard deviations, result, relative weight, level, and rank for each

statement included in this axis, as presented in the table (9)

Table (9): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Time Efficiency Axis

| complete the tasks
assigned to me accurately Strongly | Very
and within the required ' . Agree High

timeframe without delay.

I handle urgent work tasks

2 1.45 29.00% Strongly Very

efficiently and flexibly. Agree High

Strongly Very
0,
_ TR ] | aeree | v

The table presents the statistical results related to the time efficiency axis. Statement (2) recorded the
lowest mean score of (1.45) with a standard deviation of (0.69), ranking first among the statements in
this axis. Statement (1) obtained a mean score of (1.69) with a standard deviation of (0.75), ranking
second. The relative weights ranged between (29.0%) and (33.8%), reflecting numerical differences in

response levels as shown in the table.

Second: Work Quality Axis

The second axis within the second variable (Employee Productivity), which represents Work Quality,
was analyzed by calculating the means, standard deviations, result, relative weight, level, and rank for

each statement included in this axis, as shown in the table (10).




Table (10): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Work Quality Axis

| ensure the accuracy of my
work and review it carefully Strongly
to avoid mistakes before Agree

submitting it.

| consistently work on
improving the quality of my Strongly
work through observations Agree

and feedback.
Agree

The table presents the statistical results for the task performance efficiency axis. Both statements

recorded a similar mean score of (1.52), with a standard deviation of (0.67) for the first statement and
(0.68) for the second statement, placing them jointly in the first rank within this axis. The relative
weight for both statements reached (30.3%), indicating numerical similarity in response levels as

shown in the table

Third: Time Management Axis

The third axis within the second variable (Employee Productivity), representing Time Management,

was analyzed by calculating the means, standard deviations, result, relative weight, level, and rank for

each statement within this axis, as shown in the table (11)




Table (11): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Time Management Axis

I organize my time
effectively, enabling me to Strongly
complete required tasks Agree

on time.

I clearly identify my daily
priorities to ensure that Strongly
the most important tasks : : Agree

are completed first.

| commit to deadlines and
Strongly Very

ensure that my work is 1.52
Y > Agree High

delivered without delay.

Strongly Very

The table presents the statistical results related to the time management axis. Statement (3) recorded
the lowest mean score of (1.52) with a standard deviation of (0.68), ranking first among the statements
of this axis. Statement (2) obtained a mean score of (1.69) and a standard deviation of (0.69), ranking
second. Meanwhile, Statement (1) recorded the highest mean score of (1.72) with a standard deviation
of (0.71), ranking third. The relative weights ranged between (30.3%) and (34.4%), indicating

numerical variations in response levels as shown in the table,

Fourth: Goal Achievement Axis

The fourth axis within the second variable (Employee Productivity), representing Goal Achievement,
was analyzed by calculating the means, standard deviations, result, relative weight, level, and rank for

each statement included in this axis, as shown in the table (12).




Table (12): Means, Standard Deviations, Result, Relative Weight, Level, and Rank for the Goal Achievement Axis

I achieve the required
individual and team goals Strongly
continuously and with high Agree

quality.

| make significant efforts to

complete tasks in a way Strongly

that aligns with the center’s Agree

vision and priorities.

The work environment
motivates me to deliver the

best possible performance.

Management provides
praise or rewards when

exceptional results are

achieved.

The table presents the statistical results related to the goal achievement axis. Statement (1) recorded

the lowest mean score of (1.48) with a standard deviation of (0.63), ranking first among the statements

in this axis. Statement (2) obtained a mean score of (1.55) with a standard deviation of (0.74), ranking

second. Meanwhile, Statement (4) recorded a mean score of (2.52) with a standard deviation of (1.14),
ranking third. Statement (3) recorded the highest mean score of (2.59) with a standard deviation of

(1.25), ranking fourth.

The relative weights ranged between (29.7%) and (51.7%), indicating numerical differences in

response levels as shown in the table.




Hypothesis Testing:

In this section of the study, the research hypotheses were tested as follows:
Main Hypothesis:

o There is a statistically significant relationship between the effectiveness of

communication between employees and stakeholders and employee productivity.

Null Hypothesis (HO0):

o There is no statistically significant relationship between the effectiveness of

communication between employees and stakeholders and employee productivity.
Alternative Hypothesis (H1):

. There is a statistically significant relationship between the effectiveness of

communication between employees and stakeholders and employee productivity.

Table (13) ANOVA Test Table for the Main Hypothesis

ANOVA?

Sum of Mean
Model df

Squares square

Regression | 1.960582 1.960582

Residual 6.682737 0.247509

Total 8.643319

a. Dependent Variable: Employee Productivity

b. Predictors: (Constant), Communication Effectiveness

The results of the ANOVA test indicate that the regression model is statistically significant, with an F-
value of 7.921 and a significance level of Sig=0.009 < 0.05. This demonstrates the existence of a
statistically significant relationship between communication effectiveness and employee productivity.

Therefore, the null hypothesis is rejected, and the alternative hypothesis is accepted.




Sub-Hypotheses:

1. There s a statistically significant relationship between the level of internal communication and

employee productivity.

Table (14) ANOVA Test Table for the First Sub-Hypothesis

ANOVA?

Model

Sum of

Squares

df

Mean

square

Regression

1.408

1.408

Residual

7.535

0.279

Total

8.943

a. Dependent Variable: Employee Productivity

b. Predictors: (Constant), Communication Effectiveness

The ANOVA results indicate the presence of a statistically significant relationship between the level of

internal communication and employee productivity, with F = 5.026 and Sig = 0.033 < 0.05. This

confirms that a relationship exists between the two variables, and the null hypothesis is rejected in

favor of the alternative hypothesis.

2. Thereis a statistically significant relationship between the level of communication with
external stakeholders and employee productivity.

Table (15 ) ANOVA Test Table for the Second Sub-Hypothesis

ANOVA?

Model

Sum of

Squares

df

Mean

square

Regression

0.291

0.291

Residual

2.726

0.101

Total

3.017

a. Dependent Variable: Employee Productivity

b. Predictors: Communication with External Stakeholders




The ANOVA results indicate no statistically significant relationship between communication with
external stakeholders and employee productivity, as the significance level is Sig = 0.104, which is

greater than 0.05.

Accordingly, the null hypothesis cannot be rejected, and the alternative hypothesis is not supported.

3. There are statistically significant differences in the impact of communication effectiveness on

employee productivity attributable to gender (male/female).

Table (16 ) ANOVA Test Table for the Third Sub-Hypothesis

ANOVA?

Model

Sum of

Squares

df

Mean

square

Regression

0.050

0.050

Residual

1.905

0.071

Total

1.955

a. Dependent Variable: Employee Productivity

b. Independent Variable: Gender (Male/Female)

The ANOVA results indicate that there are no statistically significant differences in the impact of

communication effectiveness on employee productivity attributable to gender, as the F-value was
0.708 with a significance level of Sig = 0.407, which is greater than 0.05. This means that gender does
not have a meaningful influence on the relationship between communication effectiveness and

employee productivity. Accordingly, the null hypothesis is accepted and the alternative hypothesis is

rejected.

4. There are statistically significant differences in the impact of communication effectiveness on

employee productivity attributable to years of experience.




Table (17 ) ANOVA Test Table for the Fourth Sub-Hypothesis

ANOVA?

Model

Sum of

Squares

df

Mean

square

Regression

0.112

0.056

Residual

2.343

0.090

Total

2.455

a. Dependent Variable: Employee Productivity

b. Independent Variable: Years of Experience

The ANOVA results indicate that there are no statistically significant differences in the impact of
communication effectiveness on employee productivity attributable to years of experience, as the F-
value was 0.666 with a significance level of Sig = 0.518, which is greater than 0.05. This means that
years of experience do not significantly influence the relationship between communication
effectiveness and employee productivity. Accordingly, the null hypothesis is accepted and the

alternative hypothesis is rejected.

5. There are statistically significant differences in the impact of communication effectiveness on
employee productivity attributable to job title.

Table (18 ) ANOVA Test Table for the Fifth Sub-Hypothesis

ANOVA?

Sum of Mean

Model df

Squares

square

Regression

0.137

0.068

Residual

2.318

0.089

Total 2.455

a. Dependent Variable: Employee Productivity

b. Independent Variable: Job Title

The ANOVA results indicate that there are no statistically significant differences in the impact of

communication effectiveness on employee productivity attributable to job title. The analysis shows an




F-value of 0.881 with a significance level of Sig = 0.425, which is greater than 0.05. This means that job

title does not significantly influence the relationship between communication effectiveness and

employee productivity. Accordingly, the null hypothesis is accepted and the alternative hypothesis is

rejected.




Results:
First Variable: Effective Communication
1 .Clarity

The overall mean score for the clarity dimension was (2.40) with a relative weight of
(48.1%), indicating a high level of clarity in communication within the center. The mean

scores for this dimension ranged between (2.14 — 2.69).

The first statement ranked highest with a mean of (2.14) and a relative weight of (42.8%),
rated as Agree. This result indicates that most employees feel that instructions provided by
the administration are clear and understandable, reflecting an effective approach to

conveying tasks and expectations.

The second statement ranked second with a mean of (2.38) and a relative weight of
(47.6%), also rated as Agree. This suggests that some employees are occasionally assigned
tasks outside their formal job descriptions, indicating a degree of role ambiguity that may

require clearer job definitions.

The third statement showed the highest mean (2.69) and a relative weight of (53.8%),

rated as Neutral. This suggests that employees are not consistently certain whether
organizational changes are clearly explained to them, which may highlight a gap in

communicating updates and workflow modifications.

2 .Timeliness

The overall mean for the timeliness dimension was (2.40) with a relative weight of

(48.0%), reflecting a high level of satisfaction with timing and time allocation.

The first statement ranked first with a mean of (2.28) and a relative weight of (45.5%),
rated as Agree, indicating that employees generally feel they have enough time to

complete their daily tasks.




The second statement ranked second with a mean of (2.52) and a relative weight of

(50.4%), rated as Agree, though closer to the neutral range. This suggests that while the

administration usually considers workload and time required for tasks, it may not always

be optimal for every employee.

3 .Feedback

The overall mean for the feedback dimension was (2.56) with a relative weight of (51.3%),

indicating a high level of feedback practices, though with room for improvement.

The third statement ranked first with a mean of (2.48), indicating that the administration

encourages employees to share their suggestions and opinions to improve Performance.

The first statement ranked second with a mean of (2.52), reflecting that external

stakeholders’ perspectives are taken into account in performance evaluations.

The second statement ranked last with a mean of (2.69), rated as Neutral, suggesting that
employees are uncertain whether evaluation results are used effectively to improve

performance or merely for administrative accountability.

4 .Communication Channels

The overall mean score for this dimension was (2.16) with a relative weight of (43.1%),

indicating a high level of satisfaction with communication channels within the center.

The first statement ranked highest with a mean of (1.86), demonstrating strong agreement

that the center provides multiple communication channels that facilitate information flow.

The second statement ranked second with a mean of (2.45), suggesting that responses to

employee inquiries are generally timely, though response speed may vary by department.




Second Variable: Employee Productivity
1 .Task Efficiency

The overall mean score for this dimension was (1.57) with a relative weight of (31.4%),

indicating a very high level of task efficiency.

The second statement ranked first with a mean of (1.45), showing strong agreement that

employees are able to handle urgent tasks efficiently and flexibly.

The first statement ranked second with a mean of (1.69), also within Strongly Agree,

indicating high accuracy and timely completion of assigned duties.

2 .Work Quality

This dimension recorded an overall mean of (1.52) and a relative weight of (30.4%),

reflecting a very high level of work quality.

Both statements shared the same mean score (1.52), indicating strong employee

commitment to ensuring accuracy, reviewing their work, and reducing errors.

3 .Time Management

The overall mean score for this dimension was (1.64) with a relative weight of (32.9%),

indicating a very high level of time management skills.

The third statement ranked first (mean = 1.52), showing strong adherence to deadlines.

The second statement ranked second (mean = 1.69), reflecting effective prioritization.

The first statement ranked third (mean = 1.72), still within Strongly Agree, indicating good

planning and time organization.




4 .Goal Achievement

The overall mean score was (2.04) with a relative weight of (40.7%), indicating a high level

of goal achievement.

The first statement ranked highest (mean = 1.48), showing strong ability to achieve

individual and team goals.

The third and fourth statements recorded higher means (2.52 — 2.59), suggesting that

motivational and organizational factors may require enhancement to improve goal

achievement further.




Recommendations:

Based on the findings of the study and the statistical analysis, which demonstrated a statistically

significant relationship between communication effectiveness and employee productivity at King Fahd

Medical Research Center, the following recommendations are proposed:
1 .Enhance the clarity of instructions and procedures

The administration should continue to ensure that instructions are written clearly and communicated
directly, while simplifying and explaining organizational or procedural changes regularly to reduce

ambiguity and improve employee understanding.
2 .Define job roles and responsibilities more precisely

Itis recommended to update job descriptions to reflect actual tasks and minimize assigning duties
beyond the employee’s official role, except when necessary. This supports fairness and reduces work

overload.
3 .Improve the timeliness of information flow

The center should develop mechanisms that ensure employees receive necessary information and

updates in a timely manner, especially regarding sensitive or rapidly changing tasks.
4 .Strengthen feedback practices within the organization

Employees should be encouraged to share their opinions and suggestions, while promoting active
listening. Additionally, results of performance evaluations should be utilized for improvement rather

than solely for accountability.
5 .Develop and diversify internal communication channels

Efforts should be made to enhance communication methods across departments, improve response

speed, and provide multiple communication channels that suit the work nature of the center.
6 .Support skill development programs

Organize workshops and training courses focused on communication skills, time management, and

performance quality enhancement, which directly contribute to increasing employee productivity.

7 .Reinforce planning and time-management practices




Provide guidance and tools that help employees improve their time-management skills, prioritize tasks

more effectively, and complete work efficiently.
8 .Link productivity with organizational goals

Clarify departmental goals and link them to employee productivity, supported by clear performance

indicators that enable employees to monitor and evaluate their achievement levels.




Proposals:

Proposed Actions Based on the Findings of the Study
1- Conduct periodic assessments of communication effectiveness

The researcher recommends implementing a semi-annual survey to evaluate clarity, timeliness,

communication channels, and feedback, enabling continuous monitoring of improvement or decline.
2- Develop a unified internal communication manual

Itis proposed to prepare a standardized communication guide that includes templates for

announcements, instructions, updates, and response procedures to ensure consistency and clarity.
3- Create an integrated internal communication platform (Internal Hub)

The researcher suggests developing an electronic platform that centralizes announcements, reports,
updates, meeting summaries, and requests to ensure timely access to accurate information for all

employees.
4- Implement specialized training programs in effective communication
The study proposes offering targeted training for employees and managers in:
administrative communication skills
meeting management
professional email writing
negotiation and persuasion skills
5- Enhance feedback mechanisms between employees and management

Itis recommended to provide an official confidential channel for submitting employee suggestions and

concerns, with clear procedures for reviewing them and sharing corrective actions.
6- Develop a systematic productivity-tracking mechanism

The researcher proposes adopting an electronic performance evaluation system based on clear

indicators linked to institutional goals and job responsibilities.

7- Strengthen communication with external stakeholders




This includes regular coordination meetings with external partners to unify standards, improve

workflow, and ensure alignment in service delivery.

8- Conduct further internal studies

The researcher proposes future investigations into other variables such as job satisfaction, work

environment, and leadership style to gain deeper insights into the factors influencing productivity.
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Appendices




Questionnaire

Survey Study: The Impact of Effective Communication Between Employees and Stakeholders on

Employee Productivity — King Fahd Medical Research Center

We kindly invite you to participate in this survey, which is part of the field study conducted to fulfill the

requirements of the master’s program in Project Management.

This study aims to examine the impact of effective communication between employees and

stakeholders on employee productivity at King Fahd Medical Research Center.

Your participation contributes significantly to understanding how communication practices influence

’ .
employees’ performance in the workplace.

Please note that all information collected through this questionnaire will be used strictly for academic

research purposes only.

Your responses will remain confidential, and the data will be analyzed collectively without identifying

any individual participant.

Thank you very much for your time and valuable contribution.

Asmaa Alzbaji
Master of Project Management
Candidate
College of Management, Midocean
University

asmaalzbaji3@gmail.com
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first: Demographic Characteristics:

Gender _udzl!:

30—20years
40—30years
50—40years
Educational Level ‘ég.l.a.ﬁl Sgiud | 2
i High School
Diploma
Bachelor’s Degree
Master’s Degree or higher
Years of Experience 8 psJ| &l g sus
Less than 5 years
10—5years
More than 10 years
Job Title ads sl (o !:
i Administrative
Technical
Researcher

Other




Second : (Research Topics ) first: Effective Communication:

Please rate the following statements on a scale from 1 to 5, where 1 indicates “Strongly Agree” and 5

indicates “Strongly Disagree”.

1- Clarity g 324

| receive instructions from
management clearly and
understandably.
J< 5,y e il &l
psgiay el 5
I am sometimes assigned

tasks that are notincluded in

my job description.
735 Y dlgas bl 4 25y
bl aall

When changes occur at work,
they are explained to me
clearly by the administration.
¢ Janll 8 )y & gom e
U8 (o g s g o o
5 lay)

2- Timeli

The available time is
sufficient for me to complete

daily required tasks.
Sy S ] il g
4 glhadl) dae sl Jlac Y1 5 algall

When assigning tasks, the

management considers the
size of the workload and the

time needed to complete it.

g2 pleally AUl Y e )

3- Feedback 42a) ) Zgli:d\




Stakeholders’ comments are
taken into consideration in
the annual performance

evaluation process.
Gl cilaadl 3
ng}.hd\ slay) (u;m Z\JA:;

Performance evaluation

results are used to improve
future performance, not just

for accountability purposes.
VSR DA JPRFE O LA JREC

Laid g 5 Laiaaal) 610y
Ll

Management encourages

employees to share their

opinions and feedback to
improve overall

performance.

ol Ol sall 5 10Y) g
aladl 1Y) ol
4- Communication Channels Jwa) i) <) o3

The center provides multiple

communication channels,
whether in-person or
electronic, that facilitate

communication.

Dl 58 3,41 i 5
}i%)}b}&ﬂ&;\yﬁdm
Tl e g ¢ s 5 iSI)

Inquiries and employee

comments are responded to
promptly through
appropriate communication

channels.
G badin) Je ol &4
Gl g8 pe dedtall cldaadlall
Culia g (;3 Juaiy)




Second: Employee Productivity:

1- Time Efficiency algall AT RIIESS

| complete the tasks assigned

to me accurately and within
the required timeframe

without delay.
3oy ) AIS gl algall i
5l g dasdll ca ) 8
I handle urgent work tasks

efficiently and flexibly.

pleall o 45 ya 5 8o liSy Jala
2 )

2- Work Quality Jaadl 3352

| ensure the accuracy of my
work and review it carefully
to avoid mistakes before
submitting it.

e @8 e

| consistently work on

improving the quality of my
work through observations
and feedback.

e Ba5a i o a sl
Gaal A3l

3- Time Management b gl 3 )

I organize my time
effectively, enabling me to
complete required tasks on

time.
@.&G Alled fu:ULu %;éj (a.Lu\
‘?j A sl Jlac Y Ilad) (se




I clearly identify my daily
priorities to ensure that the
most important tasks are

completed first.
a5 daasall Sl sl aa]
Larl JSY) algall 385 (lasal
Y

| commit to deadlines and
ensure that my work is

delivered without delay.

Jee Yl alasi aie | gy o il

Qs sl o pasaly
ol

4- Goal Achievement <Y}

-
d'\'g“..

l achieve the required
individual and team goals
continuously and with high
quality.

Gaclaall 5 40 jal) Calaa ¥ gaal

paiese JSA e 4 glhadl)
e B3

| make significant efforts to
complete tasks in a way that
aligns with the center’s vision

and priorities.
Janll Calaaf st Taga Jl
oA iy e i Ly
b g

The work environment
motivates me to deliver the

best possible performance.

s gl

Management provides praise
or rewards when exceptional

results are achieved.
BlalSall i oLl 3 )oYl J pas
3 ... éu:’ .i.." - m




Conclusion ( Acknowledgment ) :

Thank you for taking the time to complete this questionnaire.

Your responses greatly contribute to the success of this study by helping to understand how

communication practices within the center influence employee productivity.

The findings of this research aim to support the development of communication practices and enhance

overall performance at King Fahd Medical Research Center.

Asma Abdullah Alzbaji
Master of Project Management Candidate
College of Management, Midocean University

asmaalzbaji3@gmail.com
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