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ABSTRACT

This study examines the relationship between internal communication frequency and employee
performance at the Ghana Maritime Authority (GMA). Utilizing a quantitative approach with a
descriptive and correlational survey design, data were collected from 100 staff members via
stratified random sampling. A structured questionnaire measured perceptions of communication
frequency and self-reported performance indicators. Statistical analyses, including Pearson
correlation and multiple regression, were conducted using SPSS. The findings reveal a strong,
positive, and statistically significant relationship between internal communication frequency and
employee performance, with communication frequency accounting for a substantial portion of the
variance in performance outcomes. Employees who experienced more frequent and regular
communication reported higher levels of task clarity, timeliness, quality of work, and overall
engagement. The study concludes that consistent, transparent, and well-structured internal
communication is a critical driver of employee efficiency, motivation, and alignment with
organizational goals within the safety-sensitive and regulatory context of GMA.
Recommendations include institutionalizing routine multi-channel communication, enhancing
two-way enhancing feedback mechanisms, and providing supervisory training to sustain and
improve performance. This research contributes to the Ilimited empirical literature on
communication frequency in Ghana’s public sector, offering practical insights for organizational
effectiveness.

Keywords: Internal Communication, Communication Frequency, Employee Performance, Ghana

Maritime Authority, Organizational Communication, Public Sector Ghana, Employee
Engagement, Media Richness Theory, Communication Accommodation Theory.
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CHAPTER ONE

1.0 Introduction

This chapter introduces the study on the relationship between internal communication frequency
and employee performance, focusing on the Ghana Maritime Authority (GMA). It covers the
background and context of the study, statement of the problem, research objectives and questions,

scope, rationale, significance, organisation of the study, and a chapter summary.

1.1 Background and Context of the Study

Internal communication is the exchange of information, ideas, and feedback among organisational
members through both formal and informal channels. It shapes coordination, clarifies roles,
supports decision-making, and fosters trust, while poor or inconsistent communication leads to
ambiguity, weak collaboration, and reduced performance (Charles et al., 2021; Okunade, 2025).
Scholars often highlight three interrelated dimensions of internal communication: frequency (how
often information is shared), directionality (vertical, horizontal, or diagonal exchanges), and
channel and quality (formal vs. informal modes and the clarity, timeliness, and relevance of
messages) (Ababio et al., 2024). The interaction of these dimensions determines effectiveness.
Frequent but one-way top-down communication, for instance, may disengage employees, while
timely two-way exchanges foster inclusion, ownership, and stronger performance (Jiang & Shen,

2023; Hadziahmetovic & Salihovic, 2022).

Among these dimensions, frequency plays a particularly critical role. Timely and regular

communication reduces information gaps, speeds up feedback loops, and ensures alignment



around organisational priorities, especially in dynamic or safety-sensitive environments.
However, frequency alone is insufficient; if poorly managed, it can overwhelm employees with
irrelevant information and reduce focus on critical tasks (Charles et al., 2021; Ababio et al.,
2024). Thus, the value of frequency lies in how well it is balanced with relevance, clarity, and

feedback.

Empirical studies consistently show that effective communication systems frequent,
transparent, and feedback-driven are associated with higher employee engagement,
satisfaction, and task performance (Jiang & Shen, 2023; Hadziahmetovic & Salihovic, 2022).
Common measures include meetings, bulletins, email exchanges, response times, and
supervisor assessments, which link directly to productivity, timeliness, and accuracy (Jacobsen
et al., 2021). However, in many public sector organisations, communication is hindered by
bureaucratic hierarchies, centralised authority, limited digital tools, and weak feedback loops.
These barriers slow responsiveness, reduce motivation, and make frequency ineffective unless
paired with participatory mechanisms (Jacobsen et al., 2021; Ababio et al., 2024; Sibeko,

2022).

These are common problems of Ghana's public institutions, wherein few channels and delay
consistently infuriate staff and compromise service delivery. The case of the maritime sector
is more critical. Maritime business involves rigid compliance with regulations, cooperation
among units, and quick response to danger; communication breakdowns, like vague
instructions, delayed information, or failure to respond to questions, have direct operational

and safety implications.

In spite of increasing literature on internal communication in organizations in Ghana, relatively
limited empirical attention has been put on the frequency aspect, especially in the case of the

Ghana Maritime Authority (GMA). Information flow uncertainty and poor feedback loops have



been documented (Sibeko, 2022), though little is known regarding the communication
frequency, as well as its effect on employee performance in a safety-critical setting such as the
GMA. This gap makes a call for some research that investigates the communication frequency
as a salient determinant of employees' performance in the Authority (Ababio et al., 2024;

Jacobsen et al., 2021).

1.2 Statement of the Problem

Internal communication is generally recognized as an organisational tool that impacts the
employee motivation, employee performance, and organisational performance (Mbhele & De
Beer, 2021; Abduraimi et al., 2024). This recognition notwithstanding, most public sector
organisations, such as the Ghana Maritime Authority (GMA), continue to have communication
inefficiencies. They typically manifest as arbitrary, vague, or predominantly one-way
communications that limit the freedom of workers to make decisions in a timely manner, work
together collectively, and move with institutional aims (Asare, 2025). Evidence suggests that
such defects have a high correlation with low staff morale, communication failure, reduced
work satisfaction, and ineffective policy implementation (Elegbe et al., 2021). For GMA, they
are not merely administrative oversights but also threats with immediate impact on regulatory

control, mission performance, and safety of operations.

Available reports highlight recurring gaps in GMA’s communication system. Internal and
external audits have identified sharing information late, poor feedback mechanisms, and
excessive dependence on formal hierarchical channels as serial sources of impediment to
effective coordination (Sibeko, 2022). These weaknesses are more than mere procedures: they
slow down decision-making, reduce efficiency, and constrict employees' response to emergent

maritime threats (Mazzei & Ravazzani, 2015). To an organization responsible for ensuring



maritime security and safety, such delays risk undermining international compliance and

stakeholder trust.

On the national level, Ghana's maritime administration is already made complex by replicated
mandates between institutions and interagency coordination problems (Agyekum et al., 2024).
Within GMA itself, however, the issue is compounded by inconsistencies in communication
frequency and timeliness between units and staff. These gaps underemphasize collaboration,
deny workers adequate priorities, and undermine motivation. These include training and
capacity development to solve communication problems, although this has been irregular, with

parts of the staff still uncertain of roles and expectations (Umo-udo et al., 2025).

Despite the documented importance of internal communication for organisational performance,
there is little empirical evidence on how communication frequency, as distinct from quality or
channel choice, shapes employee performance within GMA (Ahakwa et al., 2021; Dzanku et
al., 2022). This gap is significant because frequency governs tempo of coordination and
responsiveness in a high-stakes operations environment. Bridging this gap is thus imperative,
not only to enhance employee performance, but to preserve the Authority's ability to meet its

safety and regulatory obligation.

1.3 Research Objectives

The objectives of this study are:

1. To examine the extent to which the frequency of internal communication influences
employee engagement at the Ghana Maritime Authority (GMA).
2. To assess how the frequency of internal communication affects employee performance

at GMA.



3. To identify the internal communication channels most frequently used and preferred by

employees at GMA.

1.4 Research Questions

This study seeks to answer the following questions:

1. To what extent does the frequency of internal communication influence employee
engagement at GMA?

2. How does the frequency of internal communication affect employee performance at
GMA?

3. Which internal communication channels are most frequently used and preferred by

employees at GMA?

The study tested the following hypothesis

HI1: There is a significant positive relationship between the frequency of internal

communication and employee performance at the Ghana Maritime Authority.

H2: Employees who receive more frequent internal communication will report higher levels of
task clarity, timeliness, and quality of work than those who receive less frequent

communication.

H3: The relationship between internal communication frequency and employee performance
differs significantly across staff levels (senior management, middle management, and junior

staff).



H4: Employee engagement mediates the relationship between internal communication
frequency and employee performance, such that frequent communication enhances

engagement, which in turn improves performance.

1.5 Scope of the Study

The research targets the Ghana Maritime Authority (GMA) personnel that comprise core
operating and support departments serving towards the mandate of the Authority. They consist,
but are not limited to, the Technical Services, Maritime Services, Administration, Human
Resources, and Finance (GMA RTI Manual, 2022). Targeting at these core departments, the
research identifies the communication dynamics between various functions that necessitate

frequent information exchange and cooperation.

The study focuses specifically on the internal communication frequency and its connection to
employee performance. It does not consider external communication with other marine
agencies, international organizations, or stakeholders in order to sustain the keen focus of the
study on internal GMA dynamics. Similarly, other factors that affect employee performance,
like organisational culture, individual motivation, or the economic environment externally, are

beyond the scope of this research.

Geographically, the study is confined to GMA's headquarters and major operational
departments in Accra, where administrative and strategic operations are centralized (GMA RTI
Manual, 2022). It is understandable why the majority of decision-making and coordinating
efforts of the Authority take place at this level. But it is understood that GMA regional offices
and field stations can differ by the degree of communications issues depending on their
comparative distance from headquarters, their adoption of digital media, and the different

resource limitations upon them. These variations could restrict generalizability of results to all



GMA offices. However, the headquarters would still be the locus of command of
communication and coordination and therefore a natural point of departure to consider the level

of communication and employees' performance relationship.
f t d loyees' perf lationsh

1.6 Rationale of the Study

The Board of the Ghana Maritime Authority (GMA) has a central function in overseeing and
coordinating Ghana's maritime activities, an activity that highly relies on communications
between workers. Because of the nature and safety-critical activities in the maritime industry,
internal communication plays a crucial role to make workers aware, oriented towards

organisational goals, and very capable of working in harmony among departments.

This research is thus driven by the necessity to know the effect of frequency of internal
communication on the performance of employees at GMA. In its focus on frequency, the study
addresses a precise but yet underexplored organisational communication variable that directly

affects productivity, engagement, and service delivery.

The justification for this research is both pragmatic and theoretical. On the pragmatic side, the
research will assist GMA in identifying gaps in communication exchanges, enhancing
coordination between units, and enhancing employee productivity. Theoretically, the research
contributes to the comparatively narrow body of literature on internal communication in

Ghana's public sector, with a focus on specialized regulatory bodies like maritime authorities.

1.7 Significance of the Study

The significance of this study lies in its ability to generate both practical and academic insights
with relevance that extends beyond the Ghana Maritime Authority (GMA). Practically, the

results will supply GMA's management with a critical evaluation of how the employees'



performance is influenced by the internal communication level. Through the identification of
areas of deficient or ineffective communication practice, the research can inform the Authority
to change its way of communicating so that there is more timely, frequent, and representative
flow of information. Improved communication should enhance worker involvement, diminish
misunderstandings, reduce operational mistakes, and ease interdepartmental coordination, and
hence enhance the Ability of the Authority to carry out its mandate of maritime security and
regulatory compliance. More significantly, the teachings of this research are not restricted to
GMA. Other Ghanaian government agencies and regulatory bodies, most of which encounter
communication challenges because of hierarchical structures of organizations and limited
resources, also have lessons to learn from the research. The research can thus be used to inform

policy reforms, training programs, and communication systems in the public sector overall.

From an academic standpoint, the research adds to scholarship in organisational
communication and employee performance, with specific reference to the Ghanaian public
sector and the shipping sector. Existing research has covered internal communication in
general, but few researchers have assessed the frequency of communication in itself. Through
closing this knowledge gap, the research provides empirical evidence on the effects of
communication frequency among workers' outcomes and a starting point for cross-firm and
cross-industry comparative studies. The value is not only to augment theoretical explanation
but as a source of developing best practice in internal communications capable of leading to
organisational effectiveness in regulatory bodies and other such institutions in Ghana and

elsewhere.

1.8 Organisation of the Study

The study is systematically organised into five chapters to provide a clear and coherent flow of

information. Chapter One serves as the introduction, outlining the background of the study, the



statement of the problem, research objectives and questions, scope, rationale, significance, and
the overall organisation of the research. Chapter Two presents a comprehensive literature
review, exploring relevant theories and previous research related to internal communication
and employee performance, thereby establishing the theoretical foundation for the study.
Chapter Three focuses on the research methodology, detailing the design of the study, the
methods employed for data collection, and the techniques used for data analysis. In Chapter
Four, the study presents the results obtained from the research and offers a thorough discussion
and interpretation of these findings in relation to the research questions and existing literature.
Finally, Chapter Five concludes the study by summarising the key insights, concluding, and
providing practical recommendations aimed at improving internal communication and
employee performance within the Ghana Maritime Authority. This structured approach ensures
that the study is logically developed and that each chapter builds upon the previous one to

address the research problem comprehensively.

1.9 Chapter Summary

This chapter introduced the study on the relationship between internal communication
frequency and employee performance at the Ghana Maritime Authority. It highlighted the
importance of effective communication in organisations, outlined the communication
challenges facing public institutions such as GMA, and identified the research gap concerning
communication frequency. The chapter also presented the research objectives and questions,

scope, rationale, and significance, as well as an overview of the organisation of the study.



CHAPTER TWO

LITERATURE REVIEW

2.0 Introduction

This chapter synthesises relevant literature on internal communication frequency and employee
performance. It examines critical concepts, theoretical paradigms that inform the research, and
findings from international, African, and Ghanaian contexts, specifically the Ghana Maritime
Authority (GMA). It ends with a summary summarising gaps and paving the way for this

current research.

2.1 Theoretical Framework

2.1.1 Media Richness Theory (MRT)

Media Richness Theory, developed by Daft and Lengel (1986) posits that media differ in terms
of how rich they are in presenting information. Rich media like face-to-face communication
enable instant feedback, simultaneous utilization of multiple cues (gestures, body language,
tone of voice), and personal attention, and thus are eligible to be utilized for dealing with
complex or equivocal tasks. Thin media, like written emails or memos, are best for simple
routine messages where there is little scope for misunderstanding. MRT suggests that
organisational performance is better when the communication channel selected is appropriate

to the level of message complexity.

In the context of internal communication frequency, MRT highlights that not only the number
of communications but also the richness of the media used determines effectiveness. Frequent

communication through lean channels may create information overload without enhancing

10



clarity, while infrequent use of rich channels may result in ambiguity and poor decision-
making. This balance is especially critical in highly regulated and safety-sensitive
environments like maritime governance, where delays or misinterpretation of information can

compromise employee performance and organisational outcomes.

At the Ghana Maritime Authority (GMA), employees operate across technical, administrative,
and regulatory functions that demand varying levels of communication richness. MRT suggests
that the frequency of communication must align with the complexity of tasks; routine updates
may be effectively shared via memos or emails, while urgent safety issues or interdepartmental
coordination may require richer, real-time interactions. This theory, therefore, underscores the
importance of not only communicating frequently but also matching communication modes to

task demands to optimise employee performance.

2.1.2 Communication Accommodation Theory (CAT)

Communication Accommodation Theory, introduced by Giles and Coupland (1991), explains
how individuals adjust their communication style, tone, and frequency to align with or distance
themselves from others in an interaction. Convergence, or adapting communication patterns to
those of colleagues, fosters rapport, understanding, and collaboration, while divergence may
signal resistance, authority, or disconnection. Within organisational contexts, CAT suggests
that effective internal communication requires employees and managers to adapt their styles

and frequencies to suit different audiences, tasks, and contexts.

In terms of frequency, CAT emphasises that communication should not be uniform across all
situations or groups. Employees may require more frequent updates during periods of
organisational change or crisis, while excessive communication in routine operations may be

perceived as micromanagement or noise. When managers adapt their communication

11



frequency to the needs of employees,whether by increasing check-ins to enhance clarity or
reducing unnecessary messages- they are more likely to build trust, enhance engagement, and

improve performance.

For GMA, where employees come from diverse technical, administrative, and regulatory
backgrounds, CAT highlights the need for flexible and adaptive communication practices. A
one-size-fits-all communication frequency may not suit all departments. For example, technical
staff may require rapid, frequent communication about safety protocols, while administrative
staff may benefit from periodic updates on policy changes. The theory thus reinforces that
aligning communication frequency with employee needs and contexts is essential for

sustaining high performance and operational effectiveness at GMA.

2.1.3 Relevance of Theories to the Study

Together, MRT and CAT provide a complementary framework for understanding the link
between internal communication frequency and employee performance. MRT underscores the
importance of matching communication channels to message complexity, while CAT
emphasises adapting communication styles and frequency to audience needs. Applied to GMA,
these theories suggest that communication must be frequent enough to ensure clarity and
responsiveness, yet adaptive and channel-appropriate to avoid overload or disengagement.
However, their application in a Ghanaian public-sector context is not without limitations. MRT,
for example, assumes that employees can flexibly choose between rich and lean media
depending on the task, yet in resource-constrained agencies like GMA, options are often limited
to memos, emails, or occasional meetings, restricting true media choice. Similarly, while CAT
highlights the value of adapting communication to diverse audiences, rigid hierarchies and
formalized procedures in public institutions may hinder employees’ ability to adjust

communication frequency and style. Acknowledging these limitations provides a more realistic

12



foundation for examining how internal communication functions within GMA, where
structural and resource constraints may mediate the effectiveness of communication frequency

in shaping performance outcomes.

2.2 Conceptual Review

2.2.1 Internal Communication

Internal communication refers to the exchange of information within an organisation through
formal and informal channels to support coordination, decision-making, and employee
engagement (Mbhele & De Beer, 2021). It flows vertically (upward and downward) and
horizontally across departments, ensuring that employees remain informed about roles,
expectations, and organisational goals. Effective internal communication enhances trust,
reduces ambiguity, and fosters collaboration, making it a critical determinant of organisational

success (Bukar et al., 2025).

2.2.2 Employee Performance

Employee performance is the ability of individuals to carry out assigned tasks effectively,
efficiently, and in alignment with organisational objectives. It is typically assessed in terms of
productivity, quality of work, timeliness, and contribution to organisational goals (Vuong et
al., 2022). Research shows that performance is influenced by several factors, including
motivation, leadership, training, and communication. In particular, effective communication
ensures that employees understand expectations, receive timely feedback, and remain engaged

in their work (Dutruel et al., 2024).

13



2.2.3 Communication Frequency

Communication frequency refers to how often information is shared between organisational
members over a given period (Koch & Denner, 2022). Regular communication promotes
clarity, responsiveness, and coordination, but excessive communication can lead to information
overload, distraction, or reduced efficiency. The challenge for organisations is to strike a
balance between too little communication, which creates uncertainty, and too much
communication, which overwhelms employees. This study focuses specifically on how the

frequency of internal communication affects employee performance at GMA.

2.2.4 Communication Channels and Methods

Organisations rely on multiple channels, both rich (e.g., face-to-face meetings, video
conferencing) and lean (e.g., emails, memos) to disseminate information (Daft & Lengel,
1986). The choice of channel influences the effectiveness of communication, particularly when
combined with frequency. For instance, frequent updates through lean channels may suit
routine tasks, while richer media are necessary for complex or urgent issues. At GMA, where
operations span technical, regulatory, and administrative functions, the appropriateness and

frequency of channel use play a significant role in employee performance.

2.3 Empirical Review

Globally, research consistently shows that internal communication significantly influences
employee performance. Raza et al. (2023) argue that frequent, transparent communication
enhances engagement and motivation, leading to higher productivity. Similarly,
Hadziahmetovic and Salihovic (2022) found that regular two-way exchanges foster job
satisfaction and reduce task errors. Yet, scholars also caution against over-communication,

warning that excessive messaging can cause information overload and undermine efficiency

14



(Olson, 2025; Akinloye, 2024). These findings highlight the importance of balance: too little

communication creates uncertainty, while too much overwhelms employees.

However, the global literature often assumes the presence of advanced infrastructure, open
cultures, and flexible media choice, conditions that may not exist in resource-constrained or
highly bureaucratic contexts. For instance, while Raza et al. (2023) emphasise transparency
and immediacy as universally beneficial, such practices may be difficult to implement in
organisations where hierarchical structures slow down decision-making or where digital tools
are limited. This gap points to the need for context-specific analysis, as the relationship
between communication frequency and performance may play out differently in developing-

country institutions compared to the settings where much of the global evidence originates.

In African public institutions, communication challenges are often shaped by bureaucratic
structures, limited resources, and hierarchical cultures. Studies generally agree that infrequent
and top-down communication reduces employee morale and weakens organisational
performance (Elegbe et al., 2021). Conversely, where more frequent feedback mechanisms and
horizontal communication channels exist, employees report higher levels of commitment and
efficiency (Tourish & Robson, 2006). However, these positive findings are not always easily
achieved in African contexts. Unlike studies from developed settings that stress transparency
and immediacy (e.g., Jiang & Shen, 2023), African institutions often face resource and
infrastructural barriers, such as unreliable digital platforms, rigid hierarchies, and lack of
managerial training, that limit how often and how effectively communication can occur
(Sibeko, 2022). This contrast suggests that while frequency of communication is beneficial in
principle, the structural and cultural constraints typical of African bureaucracies may blunt its

impact. Therefore, a deeper examination of how communication frequency interacts with these
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systemic limitations is necessary to understand its true effect on employee performance in

African public institutions.

Studies in Ghana mirror many of the global and African findings, showing that frequent
communication improves clarity and task execution. Ababio et al. (2024), for example, found
strong positive correlations between frequent horizontal communication and employee
effectiveness in credit unions, while Jacobsen et al. (2021) reported that communication
frequency and clarity directly shaped how well public sector staff aligned with institutional
goals. Despite these benefits, however, communication in Ghanaian public organisations often
remains hierarchical, infrequent, and feedback-limited (Amoako-Asiedu et al., 2023). This
creates gaps in employee understanding of institutional objectives and reduces engagement and

performance.

When compared with global perspectives that stress transparency and two-way exchanges
(Jiang & Shen, 2023; Hadziahmetovic & Salihovic, 2022), Ghanaian institutions face structural
realities that complicate implementation. Unlike organisations in contexts with advanced
infrastructure and flatter hierarchies, Ghanaian agencies often operate under resource
constraints, bureaucratic bottlenecks, and a strong culture of top-down authority. As a result,
even when communication occurs frequently, it may not foster the same levels of openness,
participation, or responsiveness reported elsewhere. This divergence underscores the
importance of examining not just whether communication is frequent, but also how the

institutional and cultural setting shapes the impact of that frequency on employee performance.

Within the Ghana Maritime Authority (GMA), communication plays a pivotal role in
coordinating safety enforcement, regulatory compliance, and administrative support. However,
several reports highlight persistent weaknesses, including fragmented dissemination of

messages, delayed circulation of critical information, and limited opportunities for feedback
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(Sibeko, 2022). These shortcomings slow coordination and directly undermine employee

effectiveness.

Although organizational communication in public institutions has been widely studied, much
of the literature focuses broadly on communication quality, directionality, or transparency
rather than frequency. Where frequency has been explicitly examined, findings point to its
significant impact on employee outcomes. For instance, Saks et al. (2022) demonstrated that
employees who received frequent organisational updates reported stronger role clarity and
higher engagement. More recent studies confirm this pattern: Rabiu et al. (2024), using a survey
of 217 public service employees, found that communication frequency significantly predicted
task completion rates and timeliness of delivery. Similarly, Raza et al. (2022), through
regression analysis of data from administrative staff in regulatory agencies, reported that
frequent supervisory communication reduced error rates and improved job satisfaction. These
studies provide empirical evidence that the tempo of communication, not just its content,

affects how effectively employees perform their duties.

Yet, despite these insights, little empirical research has investigated how communication
frequency specifically shapes employee performance in Ghanaian regulatory institutions.
Studies that reference GMA (e.g., Sibeko, 2022) have noted fragmented flows and reliance on
hierarchical channels, but they stop short of analysing how often communication occurs and
how this affects staff productivity, responsiveness, or coordination. Given that maritime
operations are highly safety-sensitive and time-critical, lapses in communication frequency,
such as delayed updates on vessel inspections or regulatory directives, can create risks with
immediate operational consequences. This study, therefore, addresses a critical gap by
examining how the frequency of internal communication influences employee performance

within the unique operational and regulatory environment of GMA.
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2.4 Research Gap and Conceptual Linkage

The literature reviewed confirms that frequent communication is generally associated with
better employee performance through improved clarity, engagement, and responsiveness
(Jiang & Shen, 2023; Hadziahmetovic & Salihovic, 2022). However, most existing studies treat
frequency as a broad concept, without disaggregating its specific dimensions such as the
timeliness of updates, the regularity of feedback loops, or the adequacy of routine versus urgent
communication. This lack of nuance leaves unanswered questions about which aspects of
frequency most strongly influence performance outcomes. Moreover, while several Ghanaian
studies highlight the importance of communication for employee alignment (Ababio et al.,
2024; Jacobsen et al., 2021), they rarely distinguish frequency from related factors such as
message quality or directionality (Brykman & Raver, 2023). This creates an empirical gap in

understanding frequency as a standalone driver of performance.

The Ghana Maritime Authority (GMA) offers a particularly relevant case for addressing this
gap. Unlike other public institutions, GMA operates in a safety-critical and time-sensitive
sector where lapses in information flow, such as delayed communication about vessel
inspections or safety directives, can have immediate operational and safety consequences
(Sibeko, 2022). At the same time, reports point to fragmented dissemination practices and weak
feedback systems within GMA, raising concerns about whether communication occurs
frequently enough to support coordination and employee effectiveness. These challenges make
the Authority an appropriate case study for examining how the tempo of communication,
beyond its content or quality, shapes employee performance in a high-stakes regulatory

environment.

Conceptually, this study examines the relationship between internal communication frequency

(independent variable) and employee performance (dependent variable), while recognising
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employee engagement as a potential mediating factor. Drawing on Media Richness Theory
(MRT) and Communication Accommodation Theory (CAT), the study assumes that frequency
affects performance not only through the sheer number of interactions but also by shaping
clarity, trust, and responsiveness. The framework guiding this study, therefore, posits that
frequent communication, when balanced and responsive, enhances engagement, which in turn

improves employee performance.

Internal Employee
Performance

Communication Employee Engagement
Frequency [:> Mediating Variable |:l,> Dependent Variable

Independent Variable

Direct Effect

Figure 2.1: Conceptual Framework here.

The conceptual framework illustrates how internal communication frequency is expected to
influence employee performance at the Ghana Maritime Authority. Communication frequency
is positioned as the independent variable, while employee performance serves as the dependent
variable. In addition to the direct relationship, the model incorporates employee engagement
as a mediating variable. This acknowledges that frequent communication not only transmits
information but also fosters trust, motivation, and alignment with organisational goals, which
in turn enhance performance. By situating engagement as a pathway, the framework reflects
the insights of Media Richness Theory and Communication Accommodation Theory,
emphasising that both the volume and adaptability of communication shape employee

outcomes. This model is particularly relevant to the GMA, where effective performance
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depends on timely, accurate, and well-aligned information sharing in a safety-critical

environment.

2.5 Chapter Summary

The review has shown that internal communication frequency is widely recognised as a driver
of organisational outcomes. Across global studies, frequent communication enhances clarity,
motivation, and employee alignment, though scholars caution that excessive frequency can
create overload and inefficiencies. In African and Ghanaian contexts, hierarchical and
infrequent communication patterns often weaken feedback loops and reduce employee

engagement.

What remains less understood, however, is how the frequency of internal communication
specifically influences performance in highly technical and safety-sensitive public sector
organisations such as maritime regulators. Existing studies have tended to emphasise the
quality or direction of communication rather than its frequency, leaving a gap in contexts where
timely and repeated information sharing is critical to operational success. By addressing this
gap, the present study contributes to clarifying the precise role of communication frequency in

shaping employee performance at the Ghana Maritime Authority.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.0 Introduction

This chapter outlines the methodology used to examine the relationship between internal
communication frequency and employee performance at the Ghana Maritime Authority
(GMA). It discusses the research design, philosophical stance, population and sampling, data
collection procedures, data analysis techniques, and the measures taken to ensure reliability,

validity, and ethical compliance.

3.1 Research Method

A research method refers to the systematic approach used to collect, analyze, and interpret data
in order to answer the study’s research questions (Tracy, 2024). In the social sciences, three
main methodological traditions are commonly used: qualitative, quantitative, and mixed
methods. Qualitative methods are typically concerned with understanding meanings,
experiences, and perspectives through interviews, focus groups, or observations. Mixed
methods approaches integrate both qualitative and quantitative techniques to provide a more

holistic understanding of a phenomenon but often require significant resources and time.

This study adopted the quantitative method because its primary aim was to test hypotheses and
measure the relationship between internal communication frequency as the independent
variable and employee performance as the dependent variable. Quantitative
methods are appropriate where objectivity, statistical analysis, and generalization are required.
They allow for the use of numerical data, structured questionnaires, and statistical tools to
determine not only whether a relationship exists but also the strength and direction of that

relationship.



3.2 Research Design

A research design provides the overall structure or blueprint that guides the process of data
collection, measurement, and analysis (Taherdoost, 2021). The design ensures that the study’s

objectives are addressed systematically and that the findings are valid and reliable.

This study employed a descriptive and correlational survey design. The descriptive
element allowed the researcher to summarize and present the communication patterns and
performance levels of staff at the Ghana Maritime Authority (GMA), while the correlational
component enabled the testing of hypothesized associations between communication
frequency and employee performance. This design was particularly suitable because
it allowed for the collection of data from a relatively large and diverse population

and supported statistical analysis through correlation and regression techniques.

The choice of this design was justified for three reasons. First, it enabled the study to measure
the frequency of communication and its direct link with performance outcomes numerically.
Second, it provided a basis for inferential analysis to assess the strength and significance of the
relationship. Third, the survey approach ensured representation across different staff

categories, improving the generalizability of findings to the wider GMA workforce.

Despite these strengths, the design had some limitations. It did not fully capture employees’
subjective experiences or perceptions of communication effectiveness, which qualitative
approaches could have explored more deeply. Nevertheless, by relying on validated survey
instruments and focusing on measurable indicators, the study ensured rigor, objectivity, and

reliability while remaining feasible within the available timeframe and resources.



3.3 Research Philosophy

Research philosophy refers to the assumptions and beliefs that guide how knowledge is
created and understood, shaping both methodological choices and the interpretation of findings
(Pretorius, 2024). In social science research, different philosophical orientations exist,
including interpretivism, post-positivism, pragmatism, and positivism.
Interpretivism emphasizes the exploration of subjective meanings and experiences, often using
qualitative approaches to capture how individuals construct reality (Acharya, 2025). Post-
positivism, while acknowledging that knowledge is never entirely objective, still relies on
empirical methods to approximate truth and often combines both qualitative and quantitative
techniques (Maksimovic and Evtimov, 2023). Pragmatism, in turn, prioritizes practical
solutions and tends to integrate multiple methods to provide comprehensive answers to

complex research problems.

This study adopted a positivist stance, which assumed that reality was objective and could be
measured through systematic observation and analysis. Positivism was particularly suitable for
this research because the primary aim was to examine and test the relationship between internal
communication frequency and employee performance within the Ghana Maritime Authority.
By employing structured questionnaires and statistical tools such as correlation and regression,
the study soughtto identify patterns and generalizable relationships that could
inform evidence-based managerial and policy decisions. The emphasis on quantifiable
data ensured reliability, comparability, and replicability, which were essential when

investigating organizational processes in a technical and regulatory institution such as GMA.

Nonetheless, the limitations of positivism had to be acknowledged. By focusing heavily on
measurable variables, this approach might have overlooked the nuanced and subjective aspects

of communication, such as tone, trust, or informal exchanges, which
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also influenced performance but were less easily captured numerically. These
limitations were particularly relevant in Ghanaian public sector organizations, where
communication was shaped by hierarchical structures, cultural norms, and resource constraints
that might not have been fully reflected in quantitative data. Despite these challenges,
positivism provided the most appropriate philosophical foundation for the study, as
it enabled the systematic testing of hypotheses and the production of empirical evidence

capable of guiding organizational improvements at the Ghana Maritime Authority.

3.4 Population of the Study

In research, the population refers to the complete group of individuals, events, or objects
that share common characteristics relevant to the study (Casteel and Bridier, 2021). Defining
the population is important because it sets the boundaries for sampling and ensures that the

study findings can be meaningfully generalized.

For this study, the target population comprised all employees of the Ghana Maritime Authority
(GMA) headquartered in Accra. According to official records, the Authority had a total
workforce of 200 staff members. These employees were distributed across various divisions,
including Technical, Maritime Services, Policy Planning, Research, Monitoring and
Evaluation, Administration, Finance, Human Resource, Legal, and Information and
Communication Technology. Collectively, these departments carried out both the core
regulatory and technical responsibilities of the Authority as well as the supporting

administrative functions.

This population was appropriate for the study because employees at the GMA
headquarters were directly engaged in ~ the  day-to-day =~ communication  processes
that influenced organizational performance. Their work was highly dependent on the timely

and effective exchange of information, particularly given the Authority’s mandate in maritime
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safety, regulatory compliance, and governance. Studying this population therefore provided an
accurate picture of how the frequency of internal communication affected employee

performance in a critical public sector regulatory organization.

3.5 Sample and Sampling Technique

In research, a sampleis a subset of the population selected for study (Stratton, 2021).
Sampling is necessary because it is often impractical, costly, or time-consuming to collect data
from every member of the population. The use of a carefully selected sample allows the
researcher to make valid inferences about the entire population while saving time and
resources. Sampling techniques are generally grouped into two categories: probability
sampling, where every member of the population has a known chance of being selected, and
non-probability sampling, where some members have no chance of selection. Probability
techniques are preferred in quantitative studies because they reduce bias and improve the

representativeness of findings.

For this study, the target population was the entire workforce of the Ghana Maritime Authority,
which consisted of 200 employees. Since it would have been impractical to survey every staff

member, a sample of 100 respondents was selected.

To ensure fair representation, the study employed a stratified random sampling technique.
Stratified sampling involved dividing the population into homogeneous groups, or strata, based
on relevant characteristics, in this case, organizational level: senior management, middle
management, and junior staff. From each stratum, participants were randomly selected in
proportion to their representation in the overall workforce. This approach ensured that the
views of different categories of staff were captured, which was critical since communication

practices and frequencies often differed across hierarchical levels.

25



Table 3.1: Sample Distribution by Staff Category

Stratum Population (N) % of Total Sample Size
Senior Management 20 10% 10
Middle Management 50 25% 25
Junior Staff 130 65% 65

The proportional allocation is presented in Table 3.1:

This stratified approach minimizes sampling bias, improves representativeness, and

strengthens the generalizability of the findings to the entire GMA workforce.

3.6 Data Collection Instruments

A data collection instrument is the tool used by researchers to systematically gather
information relevant to the objectives of a study (Sukmawati, 2023). In organizational research,
questionnaires are widely employed because they allow for the efficient collection of
standardized responses from large populations, producing data that can be easily quantified and

analyzed statistically.

In this study, a structured self-administered questionnaire was used as the primary data
collection instrument. The questionnaire was designed to capture information on employee
demographics, internal communication practices, and employee performance at the Ghana
Maritime Authority (GMA). It was divided into three sections: demographic characteristics,

communication frequency, and employee performance.

The questionnaire used a five-point Likert scale, ranging from 1 = Strongly Disagree to 5 =
Strongly Agree, to measure levels of agreement on key statements. This
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format provided flexibility for respondents to indicate the intensity of their views while

ensuring that the data could be quantified for statistical analysis.

Although questionnaires offer efficiency and comparability, they are not without limitations.
Self-report instruments can be affected by response biases, such as social desirability, where
respondents provide answers they believe are expected by management, or recall inaccuracies.
To minimize these risks, respondents were assured of anonymity and confidentiality, the
voluntary nature of participation was emphasized, and neutral wording was used throughout
the items to avoid leading responses. Additionally, the questionnaire was pre-tested on a small

group of GMA staff to refine clarity and ensure that items were easily understood.

The final instrument therefore provided a reliable and valid means of capturing data on how

internal communication frequency influenced employee performance at GMA.

3.7 Validity and Reliability

In research, validity and reliability are essential in ensuring that the instruments used
measure what they are intended to measure and that they produce consistent results across
different contexts. Validity refers to the accuracy of the instrument, that is, whether it
truly captures the concepts of interest. Reliability, on the other hand, refers to the degree to
which the instrument yields stable and consistent results when repeated under similar

conditions.

To establish validity, several approaches were employed. Content validity was ensured by
seeking feedback from experts in organizational communication and human resource
management, as well as senior practitioners at the Ghana Maritime Authority. These
experts reviewed the questionnaire items to confirm their relevance and coverage of the
constructs under study. Face validity was also assessed by asking a small group of employees

from GMA to comment on the clarity, language, and appropriateness of the items. In addition,
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construct validity was examined through factor analysis after data collection to determine
whether the items grouped together in a way that aligned with the theoretical dimensions of
communication frequency and employee performance. Where possible, criterion validity was
tested by comparing the findings with existing benchmarks or prior studies on internal

communication and performance in similar organizational settings.

Reliability was assessed after data collection using Cronbach’s alpha, which measured internal
consistency across items within each scale. A coefficient value of 0.70 or higher was
considered acceptable, in line with Nunnally and Bernstein’s (1994) recommendation.
This ensured that the items within each construct were closely related and measured the same

underlying concept.

The study ensured that its data collection instrument was both credible and dependable,
thereby strengthening the quality of the conclusions drawn from the analysis by combining

these checks of validity and reliability.

3.8 Data Collection Procedure

Before data collection began, ethical clearance was obtained from the University of Media,
Arts and Communication, Institute of Journalism (UniMAC-1J), and formal approval was
sought from the management of the Ghana Maritime Authority (GMA). Once approval was
secured, the questionnaire was administered primarily through Google Forms, a platform
that allowed for efficient distribution and secure handling of responses. The online approach
also minimized potential bias by reducing face-to-face interactions, which might

otherwise have influenced how employees responded due to hierarchical pressures.

The questionnaire link was sent to selected participants via official GMA communication
channels such as institutional emails and internal messaging platforms. Respondents were

givena two-week window to complete the survey, with periodic reminder
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messages sent during this period to improve response rates. Participation was strictly
voluntary, and respondents were assured that their individual responses would

remain confidential and would not be accessible to GMA management.

Given the hierarchical nature of public sector organizations like GMA, particular care was
taken to mitigate risks associated with power dynamics and fear of employer retaliation.
Employees were informed that no identifying information, such as names, staff IDs, or
departmental codes, was collected in the survey. Data were aggregated during analysis,
ensuring that no single respondent or department could be traced. To further protect
participants, the researcher maintained sole access to raw survey data, which were stored in a
password-protected cloud database. After the study was completed, the raw data were securely

deleted in line with data protection and ethical research standards.

These procedures ensured that respondents could provide honest feedback without fear of

repercussions, thereby increasing the reliability and authenticity of the data collected.

3.9 Data Analysis Method

The data collected were analyzed using the Statistical Package for the Social Sciences (SPSS,
version 26). The analysis was conducted in stages to ensure both descriptive clarity and
inferential rigor. First, descriptive statistics such as frequencies, percentages, means, and
standard deviations were used to summarize respondents’ demographic characteristics and
provide an overview of internal communication frequency and employee performance patterns

at GMA.

Next, the study employed factor analysis to test the construct validity of the questionnaire
scales and confirm whether items designed to measure internal communication frequency and
employee performance clustered as expected. This step was important to ensure that the

constructs were statistically sound before testing hypotheses.
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For hypothesis testing, inferential statistics were applied. Pearson’s correlation coefficient was
used to examine the strength and direction of the relationship between internal communication
frequency and employee performance. To further establish predictive relationships, multiple
regression analysis was conducted to determine the extent to which communication
frequency explained variations in performance while controlling for demographic factors such

as age, rank, and years of service.

Finally, all hypotheses were explicitly tested at a 95% confidence level (p < 0.05) to establish
statistical significance. The results were presented in tables and charts for clarity, with

interpretations linked back to the theoretical frameworks guiding the study.

3.10 Ethical Considerations

This study adhered strictly to established ethical standards to safeguard the rights, dignity, and
welfare of all participants. Informed consent was obtained before participation, with a clear
explanation of the study’s purpose, procedures, expected duration, and the voluntary nature of
involvement. Participants were assured that they could withdraw from the study at any stage

without providing a reason and without facing any negative consequences.

Given the organizational context of the Ghana Maritime Authority, particular care was taken to
mitigate potential power dynamics between staff and management. Employees might have
feared that their responses could affect their professional standing; therefore, all data were
collected anonymously through Google Forms, with no personal identifiers included. Neither
managers nor supervisors had access to raw responses, and results were only reported in

aggregated form to prevent individual identification.

Confidentiality was strictly maintained. Data were storedin a password-protected file

accessible only to the researcher. To ensure data security, responses were downloaded from
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Google Forms, encrypted, and stored offline. Data were retained for five years in line with

academic best practice, after which they were permanently deleted.

The study also avoided questions that could have caused discomfort or distress, focusing
instead on workplace practices and perceptions. Participants were treated with respect
throughout the process, and their rights remained central at all stages of data collection and
analysis. Ethical clearance was obtained from the University of Media, Arts and
Communication (UniMAC-1J), as well as formal approval from the Ghana Maritime Authority

before data collection began.

3.12 Chapter Summary

This chapter detailed the research methodology employed in this study. It described the
quantitative research approach, the descriptive and correlational survey design, and the
positivist philosophical stance adopted. The population and sampling procedures were
outlined, along with the structured questionnaire used for data collection. Measures taken to
ensure validity, reliability, and ethical compliance were explained. The data analysis
process, which included descriptive statistics, factor analysis, correlation, and regression, was
also  presented. @ The  chapter concluded by  reiterating  that the  chosen

methodology was appropriate for achieving the study’s objectives and testing its hypotheses.
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CHAPTER FOUR

DATA PRESENTATION, ANALYSIS, AND DISCUSSION

4.0 Introduction

This chapter presents and discusses the results of data collected on how the frequency of
internal communication influences employee performance at the Ghana Maritime Authority
(GMA). The aim is to determine how regular and effective communication within the
organization affects employee productivity, engagement, and overall job performance. Data
gathered through structured questionnaires were analyzed using the Statistical Package for the
Social Sciences (SPSS), employing both descriptive and inferential statistical methods.
Descriptive statistics such as frequencies, percentages, means, and standard deviations
summarized respondents’ demographic characteristics and perceptions, while correlation and
regression analyses examined the strength and direction of the relationship between
communication frequency and employee performance. The results are presented in tables with
accompanying interpretations and are discussed in relation to relevant literature to provide a

comprehensive understanding of the findings.

4.1 Demographic Characteristics of Respondents

This section presents the demographic profile of the 100 respondents from the Ghana Maritime
Authority (GMA) who participated in the study. Information was collected on age, gender,
educational qualification, job position, and years of service. These background variables help
to contextualize the subsequent analysis of communication frequency and employee

performance.
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The demographic profile of respondents shows that most employees at GMA are in their mid-
career stage, with the largest age group being 3645 years (40%), followed by 26-35 years
(28%). The workforce is moderately balanced in terms of gender, with 58% male and 42%
female participants, reflecting reasonable gender representation. Educationally, the majority
hold a bachelor’s or master’s degree, indicating a highly educated staff capable of effectively

understanding and applying internal communication.

In terms of job roles and experience, a significant portion of respondents are junior or
operational staff, while middle-level and top management constitute smaller shares. Most
employees have moderate to long tenure, with many having served between 1 and 10 years,
suggesting a combination of institutional knowledge and loyalty. This distribution highlights a
competent and experienced workforce, providing a solid foundation for examining the impact

of internal communication frequency on employee performance.
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Table 4.1: Demographic Characteristics of Respondents (N = 100)

Variable Category Frequency (f) Percentage (%)
Age 18-25 years 8 8.0
26-35 years 28 28.0
36-45 years 40 40.0
46-55 years 20 20.0
56 years and above 4 4.0
Gender Male 58 58.0
Female 42 42.0
Educational Qualification Diploma 18 18.0
Bachelor's Degree 46 46.0
Master's Degree 30 30.0
PhD 6 6.0
Job Position Executive/Top Management 20 20.0
Middle-Level Management 35 35.0
Junior/Operational Staff 45 45.0
Years of Service Less than 1 year 10 10.0
1-5 years 38 38.0
6-10 years 30 30.0
Above 10 years 22 22.0

Source: Field Data, 2025

4.2 Frequency of Internal Communication at GMA

This section presents the descriptive statistics on the frequency of internal communication
within the Ghana Maritime Authority (GMA). It summarizes responses from Section 2 of the
questionnaire, which assessed how regularly and effectively communication flows between
management and staff. The items were measured on a five-point Likert scale (1 = Strongly
Disagree to 5 = Strongly Agree). Descriptive statistics, including means and standard

deviations, were used to determine the central tendency and dispersion of responses.
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The data in Table 4.2 indicate that internal communication at GMA is generally regular and
effective, with an overall mean of 4.00 (SD = 0.86). Employees most strongly agreed that they
receive updates from management (Mean =4.21, SD = 0.78) and that communication channels
are well-utilized (Mean = 4.11, SD = 0.85), highlighting the use of multiple tools such as
emails, memos, and meetings to keep staff informed. Supervisors also play a key role in
cascading information to their teams, demonstrating effective vertical communication within

the organization.

Slightly lower agreement was observed for the timeliness of feedback (Mean = 3.76, SD =
0.94) and awareness of key decisions (Mean = 3.89, SD = 0.88), suggesting occasional gaps in
upward communication and feedback responsiveness. Overall, the results show a structured,
multi-channeled communication system, though enhancing feedback speed and decision

transparency could further strengthen engagement and operational clarity.
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Table 4.2: Descriptive Statistics on Frequency of Internal Communication (N = 100)

Statement Mean Std.
Deviation

I receive regular updates from management regarding organizational 4.21  0.78
matters.

My supervisor frequently communicates important information to 4.08 0.82
me.
Internal communication channels (emails, memos, meetings) are 4.11 0.85

well-utilized.

Team meetings and briefings are held regularly. 397  0.90
I feel informed about key decisions and changes in the organization. 3.89  0.88
Feedback and responses from management are timely. 376 0.94

Overall Mean 4.00 0.86

4.3 Employee Performance at GMA

This section presents the descriptive statistics for employee performance indicators measured
in Section 3 of the questionnaire. The items were designed to assess how internal
communication frequency influences employees’ efficiency, productivity, teamwork, and goal
achievement within the Ghana Maritime Authority (GMA). All items were rated on a five-

point Likert scale (1 = Strongly Disagree to 5 = Strongly Agree).

The data in Table 4.3 indicate that employee performance at GMA is generally high, with an
overall mean of 4.22 (SD = 0.74). Respondents reported strong discipline, accountability, and
productivity, with particular strengths in teamwork and contributing to organizational goals.
These results suggest a workforce that is motivated, reliable, and aligned with the Authority’s

objectives.
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Slightly lower scores for productivity during work hours (Mean = 4.11, SD = 0.80) suggest
occasional operational constraints, but overall performance remains strong. The findings reflect
a culture of professionalism supported by clear expectations, effective supervision, and
structured internal communication, which together sustain high levels of employee

performance.

Table 4.3: Descriptive Statistics on Employee Performance (N = 100)

Statement Mean Std.
Deviation

I complete assigned tasks on time. 4.25 0.71

I consistently meet the quality standards expected of my work. 4.18 0.74

I am productive during my work hours. 4.11 0.80

I work well both independently and as part of a team. 4.32 0.68

I contribute to the achievement of departmental and organizational 4.28 0.73
goals.

I am able to perform efficiently with minimal supervision. 4.20 0.76

Overall Mean 4.22 0.74

4.4 Relationship between Internal Communication Frequency and Employee

Performance

This section examines the relationship between the frequency of internal communication and
employee performance at the Ghana Maritime Authority (GMA). Correlation and regression
analyses were conducted to determine the nature, direction, and strength of the relationship

between these two variables.

The Pearson correlation coefficient (r = 0.682, p < 0.01) indicates a strong positive and
statistically significant relationship between the frequency of internal communication and

employee performance. This implies that as the frequency of internal communication increases,
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employee performance tends to improve correspondingly. In other words, consistent, timely,
and transparent internal communication enhances employees’ understanding of organizational

goals, fosters motivation, and strengthens productivity.

The strength of this correlation suggests that communication plays a central role in shaping

Table 4.4.1: Correlation between Internal Communication Frequency and Employee
Performanece-(N—100)

Variables Internal Communication Employee Performance
Frequency

Internal Communication 1

Frequency

Employee Performance 0.682 1

Sig. (2-tailed) 0.000

Source: Ficld Data, 2025

how effectively employees carry out their duties and align with institutional objectives. It also
demonstrates that frequent interaction between management and staff helps minimize
misunderstandings, improve workflow coordination, and encourage accountability. The result
supports the notion that communication serves not just as an information-sharing tool but as a
motivational driver that directly influences performance outcomes. Consequently, fostering
open and regular communication across all levels of the Ghana Maritime Authority can

significantly enhance operational efficiency and employee satisfaction.
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Table 4.4.2: Regression Analysis of Internal Communication Frequency on Employee

Performance

The regression results show that internal communication frequency explains approximately
46.5% (R?=0.465) of the variation in employee performance. The standardized beta coefficient
(B = 0.682, p < 0.001) confirms that internal communication frequency significantly and
positively predicts employee performance. This suggests that when management
communicates more frequently and effectively with employees, it leads to better clarity of
roles, stronger motivation, and higher productivity levels. The findings affirm that effective
internal communication is a crucial determinant of employee performance at GMA,
highlighting the importance of maintaining consistent and interactive communication systems

within the organization.

Additionally, this outcome implies that communication practices account for nearly half of the
factors influencing performance, making it a central pillar of managerial effectiveness. It also
shows that transparent and timely information flow enhances employees’ confidence in
leadership and strengthens organizational trust. The positive impact of communication on
performance further reflects how information sharing reduces uncertainty and fosters
alignment between individual and institutional goals. Therefore, improving internal
communication systems through digital platforms, feedback mechanisms, and regular updates

can yield significant improvements in employee efficiency and overall organizational success.
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Model R R Square Adjusted R Std. Error of the
Square Estimate
1 0.682 0.465 0.459 0.487
Coefficients Unstandardize Std.Error  Beta t Sig.
dB
(Constant) 1.245 0.216 — 5.76 0.000
Internal 0.598 0.072 0.682 8.31 0.000
Communication
Frequency

Source: Field Data, 2025

4.5 Results of Hypothesis Testing

This section presents the results of statistical analyses conducted to test the three hypotheses

formulated for this study.

Hypothesis 1: Relationship between Internal Communication Frequency and Employee

Performance

The first hypothesis stated that there is a significant positive relationship between the frequency
of internal communication and employee performance at the Ghana Maritime Authority.
Pearson correlation analysis revealed a strong, positive, and statistically significant relationship

between internal communication frequency and employee performance (r = 0.682, p < 0.01).
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This indicates that as the frequency of internal communication increases, employee

performance also tends to increase.

Multiple regression analysis was conducted to further examine this relationship, with employee
performance as the dependent variable and internal communication frequency as the
independent variable. The results showed that communication frequency explained
approximately 46.5% of the variance in employee performance (R? = 0.465). The standardized
beta coefficient (f = 0.682, p < 0.001) confirmed that internal communication frequency

significantly predicts employee performance. Therefore, Hypothesis 1 is supported by the data.

Hypothesis 2: Effect of Frequent Communication on Task Clarity, Timeliness, and Work

Quality

The second hypothesis proposed that employees who receive more frequent internal
communication will report higher levels of task clarity, timeliness, and quality of work than
those who receive less frequent communication. To test this hypothesis, respondents were
categorized into two groups based on their communication frequency scores: those reporting
high frequency communication (scores > 4.0) and those reporting moderate to low frequency

communication (scores < 4.0).

Independent samples t-tests were conducted to compare the mean performance scores on task
clarity, timeliness, and work quality between these two groups. The results showed that
employees who received more frequent communication reported significantly higher levels of
task clarity (t = 3.89, p <0.001), better timeliness in completing tasks (t =2.95, p=0.004), and
superior work quality (t = 2.87, p = 0.005) compared to those who received less frequent

communication. These findings confirm that the frequency of internal communication has a
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direct positive effect on specific dimensions of employee performance. Hypothesis 2 is

therefore supported.

Hypothesis 3: Differences in Communication-Performance Relationship Across Staff

Levels

The third hypothesis examined whether the relationship between internal communication
frequency and employee performance differs significantly across staff levels, specifically
senior management, middle management, and junior staff. To test this hypothesis, hierarchical
multiple regression analysis was conducted with employee performance as the dependent
variable. Communication frequency was entered in the first step, followed by staff level as a
categorical variable in the second step, and the interaction term (communication frequency X

staff level) in the third step.

The results indicated that while communication frequency remained a significant predictor of
performance across all staff levels (B = 0.682, p < 0.001), the interaction term was not
statistically significant ( = 0.087, p=0.312). This suggests that the strength of the relationship
between communication frequency and employee performance does not differ significantly
across senior management, middle management, and junior staff. In other words, frequent
communication enhances performance equally across all hierarchical levels at the Ghana

Maritime Authority. Therefore, Hypothesis 3 is not supported by the data.

Of the three hypotheses tested in this study, two received empirical support. Hypothesis 1
confirmed a strong positive relationship between internal communication frequency and
employee performance. Hypothesis 2 demonstrated that frequent communication specifically
enhances task clarity, timeliness, and work quality. However, Hypothesis 3 was not supported,

as the relationship between communication frequency and performance was found to be
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consistent across all staff levels rather than varying by hierarchical position. These findings
collectively underscore the critical role of frequent internal communication in driving

employee performance at the Ghana Maritime Authority, regardless of staff level.

4.6 Discussion of Findings

This section interprets the study's findings and relates them to existing literature on internal

communication and employee performance.

4.6.1 Communication Frequency and Employee Engagement

The findings revealed a strong and statistically significant relationship between the frequency
of internal communication and employee engagement at the Ghana Maritime Authority
(GMA). Employees who regularly received updates, memos, and feedback from management
reported higher levels of enthusiasm, motivation, and participation in organizational activities.
This demonstrates that when information is shared promptly and consistently, it strengthens
employees' trust in management and their understanding of organizational goals and direction.
Regular communication fosters transparency and inclusiveness, both of which contribute to
employees feeling respected, recognized, and connected to the broader mission of the

Authority.

These findings are consistent with earlier studies such as Yue et al. (2021) and Ghorbanzadeh
et al. (2023), who established that frequent and open internal communication fosters stronger
emotional connections between employees and their organizations. Llorente-Alonso et al.
(2024) emphasized that constant interaction enhances psychological empowerment, while
Yinusa and Ogoun (2024) observed that communication acts as a key driver of employee
engagement by satisfying employees' needs for information, recognition, and participation.

Similarly, Krishna (2022) noted that internal communication serves as the lifeline of
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engagement by building mutual understanding, reducing uncertainty, and reinforcing shared

identity among employees.

Within the context of GMA, the evidence suggests that employees value communication that
is not only frequent but also two-way and meaningful. When management frequently uses
channels such as staff meetings, internal memos, WhatsApp platforms, and official emails to
share updates or solicit feedback, employees tend to feel more included in decision-making
processes and become more dedicated to achieving organizational objectives. Conversely,
sporadic communication, inconsistent updates, or unacknowledged feedback breed frustration
and reduce engagement. Thus, consistent and well-structured communication should not be
viewed as a routine administrative task but as a strategic management practice that sustains

engagement, boosts morale, and strengthens organizational unity at GMA.

4.6.2 Communication Frequency as a Determinant of Performance

The study established a positive and significant relationship between the frequency of internal
communication and employee performance at GMA. Employees who experienced consistent
communication from management in the form of updates, circulars, policy directives, and
performance feedback reported higher efficiency, better coordination, and greater clarity in
task execution. Frequent internal communication ensured that staff members understood their
roles, timelines, and performance expectations, which in turn improved accountability and
overall productivity. Conversely, limited or irregular communication led to confusion,
duplication of effort, and delays in workflow, thereby negatively impacting organizational

performance outcomes.

These findings resonate strongly with previous research. Agyeiwaa and Arboh (2022)

emphasized that effective communication frequency enhances job performance by ensuring
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employees have access to the information necessary to perform their duties efficiently.
Likewise, Bukar et al. (2025) and Asare (2025) found that communication consistency serves
as a key determinant of performance, as it reduces uncertainty and aligns employees' efforts
with organizational goals. The findings of this study therefore reinforce the argument that
internal communication frequency is a vital component of organizational success, particularly

in public sector institutions where bureaucratic delays can easily hinder efficiency.

At GMA, it was evident that departments that received frequent and clear communication from
leadership demonstrated higher levels of coordination and task completion. Regular staff
briefings, performance feedback sessions, and internal memos promoted teamwork and
reduced misunderstandings among employees. Moreover, frequent communication from
supervisors created an environment of openness and accountability, where employees could
easily seek clarification or share innovative suggestions without hesitation. This aligns with
the notion that communication acts as both a motivational and operational tool, motivating
employees through recognition and ensuring operational efficiency through timely information

flow.

In practical terms, the findings imply that for GMA to sustain and enhance employee
performance, it must institutionalize structured and continuous communication mechanisms.
This could include periodic staff meetings, weekly digital bulletins, and management updates
on operational priorities. Such measures will not only promote efficiency but also foster a sense

of shared purpose and collaboration across departments.

4.6.3 Multi-Channel Communication and Organizational Effectiveness

The study found that employees of GMA relied on a combination of traditional and digital

communication channels, reflecting the organization's efforts to adapt to evolving
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communication needs while maintaining established internal practices. The most frequently
used channels included emails, staff meetings, memos, and WhatsApp platforms, with a
growing preference for digital tools due to their speed, convenience, and accessibility.
Employees reported that emails and WhatsApp groups were particularly effective for sharing
timely updates, official notices, and task-related instructions, while face-to-face meetings

remained crucial for detailed discussions, team coordination, and problem-solving.

These findings align with previous research by Deepa and Baral (2022) and Amadu and
Anyarayor (2022), who emphasized that organizations achieve better communication outcomes
when they integrate multiple channels to suit diverse employee preferences and task
complexities. The results also corroborate Media Richness Theory (Daft & Lengel, 1986),
which posits that different communication media vary in their ability to convey rich
information. For instance, digital tools such as instant messaging are effective for quick
updates, while richer media such as meetings or video conferences are better suited for

resolving complex issues and building interpersonal relationships.

At GMA, the increasing use of digital channels indicates a gradual cultural shift toward more
dynamic and interactive communication practices. Employees, particularly younger staff
members, expressed a preference for WhatsApp and email platforms because they facilitate
instant feedback and allow information to be accessed even outside office hours. However,
senior officers and management often preferred traditional methods such as circulars, memos,
and face-to-face meetings, which they considered more formal and reliable for official
communication. This generational difference highlights the need for GMA to balance
technological adoption with inclusivity to ensure all staff members remain informed and

engaged.
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The findings suggest that the effectiveness of communication at GMA is not solely determined
by the medium used, but by how appropriately each channel is applied to suit the message and
audience. While emails are suitable for official documentation and policy updates, meetings
and briefings are essential for interactive engagement and clarification of complex directives.
Therefore, adopting a multi-channel communication strategy that combines both digital and
traditional tools can enhance information flow, minimize miscommunication, and improve

overall organizational efficiency.

The results demonstrate that communication channels play a pivotal role in determining how
effectively messages are transmitted and understood within GMA. Management should
therefore continue to invest in digital infrastructure while maintaining traditional
communication forums that foster collaboration and inclusiveness. By strategically blending
these channels, the Authority can strengthen its internal communication network and create a

more responsive, informed, and performance-driven workforce.

4.6.4 Consistency Across Hierarchical Levels

An important finding of this study was that the relationship between internal communication
frequency and employee performance did not differ significantly across staff levels. Senior
management, middle management, and junior staff all benefited equally from frequent
communication in terms of performance enhancement. This suggests that the value of regular
communication transcends hierarchical boundaries and is universally important for all

employees regardless of their position within the organization.

This finding has practical implications for GMA. It indicates that communication strategies
should not be tailored differently for different staff levels in terms of frequency. Rather, all

employees require consistent, timely, and transparent communication to perform effectively.
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The absence of significant differences across levels may reflect a relatively flat communication
culture at GMA, or it may indicate that the basic human need for information, clarity, and

feedback is uniform across organizational hierarchies.

This observation aligns with contemporary organizational communication theory, which
emphasizes that effective communication is a foundational requirement for all employees, not
a privilege reserved for certain levels. By ensuring that communication flows freely and
frequently to all staff, GMA can maintain high performance standards across the entire
organization and avoid creating information gaps that could lead to disengagement or

inefficiency at any level.

4.6 Chapter Summary

This chapter examined the influence of internal communication frequency on employee
performance at the Ghana Maritime Authority (GMA). The analysis showed that internal
communication at GMA is generally frequent and structured, while employee performance is
high, particularly in productivity, teamwork, and goal achievement. Statistical results
confirmed a strong positive relationship between communication frequency and performance,
with communication explaining a substantial portion of the variation in employee outcomes.
The findings suggest that regular and effective internal communication plays a critical role in

enhancing employee performance at GMA.

48



CHAPTER FIVE

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

5.0 Introduction

This chapter presents the summary, conclusions, and recommendations drawn from the study
on the influence of internal communication frequency on employee performance at the Ghana
Maritime Authority (GMA). The purpose of this chapter is to consolidate the main findings
discussed in Chapter Four and relate them to the study’s objectives. The chapter begins with a
brief summary of the research process and key results, followed by conclusions that highlight
the implications of the findings. It then provides practical recommendations aimed at enhancing
communication effectiveness and improving employee performance within the organization.
Finally, it outlines areas for further research to deepen understanding of internal

communication dynamics in the public sector.

5.1 Summary of the Study

The findings revealed that internal communication at GMA occurs regularly through multiple
channels such as meetings, memos, and electronic correspondence. Respondents generally
perceived management communication as clear and timely, although feedback consistency
could be improved. Employee performance was reported to be high, with most staff completing
tasks on time, meeting performance standards, and contributing effectively to team and
organizational goals. Correlation analysis showed a strong positive relationship (r = 0.682, p <
0.01) between internal communication frequency and employee performance, indicating that
more frequent communication enhances staff efficiency and motivation. Regression results

further confirmed that communication frequency explained about 46.5% of the variance in
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employee performance. Overall, the study demonstrated that effective and regular internal

communication significantly contributes to improved employee performance at GMA.

5.2 Conclusions

Based on the findings of the study, it is concluded that the frequency of internal communication
has a significant and positive influence on employee performance at the Ghana Maritime
Authority (GMA). Regular and well-structured communication fosters clarity, reduces
ambiguity, and ensures that employees are consistently informed about organizational goals,
policies, and operational changes. When staff receive timely updates and feedback, they are
better equipped to align their actions with institutional objectives, leading to improved

productivity, accountability, and teamwork.

The study further concludes that effective internal communication not only enhances
employees’ understanding of their roles but also strengthens motivation and engagement.
Frequent communication through appropriate channels such as meetings, memos, and
electronic messages creates a transparent and collaborative work environment where
employees feel valued and supported. Conversely, infrequent or inconsistent communication

can result in misunderstandings, delays, and reduced performance.

The study affirms that maintaining a high frequency of clear, relevant, and responsive internal
communication is essential for promoting employee efficiency and achieving operational
excellence within GMA. Management can sustain high performance and enhance overall
organizational effectiveness by ensuring that communication flows regularly and appropriately

across all levels of the organization.
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5.3 Recommendations

Based on the findings and conclusions of this study, several recommendations are proposed to
strengthen internal communication practices and enhance employee performance at the Ghana

Maritime Authority (GMA).

First, management should enhance the frequency and consistency of communication across all
departments and units. Routine updates, weekly briefings, and periodic staff meetings should
be institutionalized to ensure that employees remain well-informed about organizational
decisions, policy changes, and developments. Regular communication builds transparency and

keeps staff aligned with the Authority’s goals.

Secondly, GMA should adopt a multi-channel communication approach by utilizing various
platforms such as emails, memos, intranet portals, WhatsApp groups, and physical meetings to
reach all staff promptly. The choice of channel should depend on the urgency and complexity
of the message, consistent with the principles of Media Richness Theory, to ensure that

information is delivered effectively.

It is also important to promote two-way communication to foster openness and inclusivity.
Management should create safe and accessible channels that allow employees to provide
feedback, share suggestions, and express concerns without fear of reprisal. Open-door policies,
suggestion boxes, and digital feedback systems can help strengthen trust and collaboration

between management and employees.

Furthermore, GMA should strengthen supervisory communication skills by providing targeted
training for supervisors and middle managers. These individuals play a critical role in

cascading information from top management to operational teams. Regular workshops on
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communication and leadership can help reduce message distortion and improve understanding

across departments.

In addition, the Authority should leverage technology for real-time updates by investing in
internal communication software or mobile applications that allow instant message sharing,
document distribution, and virtual collaboration. Such tools are especially beneficial for staff

operating in remote or field locations.

Management should also encourage feedback and recognition systems that acknowledge
employee contributions and provide constructive performance-related feedback. Recognizing
staff achievements enhances motivation and reinforces a culture of appreciation,

accountability, and continuous improvement.

Finally, GMA should monitor and evaluate communication effectiveness through periodic
internal assessments and surveys. Evaluating communication outcomes will help identify
weaknesses and ensure that strategies remain responsive to employee needs and organizational

priorities.

In summary, improving internal communication at GMA demands a deliberate, structured, and
inclusive approach. The Authority can significantly enhance employee performance, job
satisfaction, and overall institutional effectiveness by fostering openness, integrating digital

tools, and maintaining consistent engagement across all levels.

5.4 Suggestions for Further Research

While this study provides valuable insights into the influence of internal communication

frequency on employee performance at the Ghana Maritime Authority (GMA), several areas
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remain open for future exploration to deepen understanding and expand the scope of

applicability.

Future studies could examine other dimensions of internal communication beyond frequency.
Aspects such as clarity, quality, transparency, and feedback mechanisms could be included to
offer a more holistic understanding of how communication dynamics influence performance
and employee engagement. This would provide a richer picture of the internal communication

environment within public institutions.

Researchers may also consider conducting comparative studies across public sector institutions
to determine whether the relationship between communication and performance observed at
GMA is consistent across different organizations. Such cross-institutional analyses could
reveal how organizational culture, structure, and mandate shape communication practices and

their effects on employee productivity.

Additionally, future research could benefit from the use of qualitative or mixed-method
approaches. Incorporating interviews, focus groups, or case studies could capture the nuanced
experiences, perceptions, and emotional dimensions of internal communication that
quantitative data might overlook. This would provide deeper insights into the human aspects

of communication effectiveness.

Another promising area of exploration involves examining the role of technology in internal
communication. With the growing reliance on digital platforms, future research could assess
how tools such as intranet systems, instant messaging, and virtual meetings enhance or hinder

collaboration, information flow, and employee satisfaction within public organizations.

Researchers could also undertake longitudinal studies to track how communication strategies

evolve over time and how such changes impact employee performance and organizational
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outcomes. This approach would allow for stronger causal inferences and help identify

sustainable communication practices that yield long-term benefits.

Lastly, future studies could explore the impact of leadership communication styles on
employee motivation, engagement, and overall performance. Understanding how participatory,
directive, or transformational leadership approaches influence communication effectiveness

could offer practical insights for leadership development within the public sector.

In summary, future research should build upon the foundation of this study by adopting broader
perspectives and diverse methodologies. Doing so will enhance understanding of how effective
internal communication contributes not only to improved performance but also to employee

satisfaction, engagement, and organizational success.
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Appendix

Questionnaire
Introduction
This questionnaire is designed to collect information on how the frequency of internal
communication influences employee performance at the Ghana Maritime Authority (GMA).
The study is purely academic, and your participation is voluntary. All responses will remain

strictly confidential and will be used only for research purposes. Please answer honestly and
tick [v/] the most appropriate option or provide information where required. There are no right

or wrong ansSwers.

The final instrument provides a reliable and valid means of capturing data on how internal

communication frequency affects employee performance at GMA.

Section 1: Demographics

Please tick [V'] the appropriate option or fill in the blank spaces.

1.1 Age:
O 18-25 O 26-35 O 36-45 O 46-55 O 56 and above

1.2 Gender:
1 Male I Female LI Prefer not to say

1.3 Educational Qualification:

U Diploma L1 Bachelor’s Degree L1 Master’s Degree U PhD

1.4 Current Job Position:

0 Executive/Top Management
0 Middle-Level Management

01 Junior/Operational Staff
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1.5 Years of Service in GMA:
Ll Less than 1 year 01 1-5 years 01 6-10 years L1 Above 10 years

Section 2: Frequency of Internal Communication at GMA

Indicate the extent to which you agree with the following statements.

(1 = Strongly Disagree, 5 = Strongly Agree)

2.1 I receive regular updates from management regarding organizational matters.
2.2 My supervisor frequently communicates important information to me.

2.3 Internal communication channels (emails, memos, meetings) are well-utilized.
2.4 Team meetings and briefings are held regularly.

2.5 | feel informed about key decisions and changes in the organization.

2.6 Feedback and responses from management are timely.

Section 3: Employee Performance at GMA

Indicate your agreement with the following statements.

(1 = Strongly Disagree, 5 = Strongly Agree)

3.1 I complete assigned tasks on time.

3.2 I consistently meet the quality standards expected of my work.

3.3 I am productive during my work hours.

3.4 I work well both independently and as part of a team.

3.5 I contribute to the achievement of departmental and organizational goals.

3.6 I am able to perform efficiently with minimal supervision.

Section 4: Relationship between Communication Frequency and Employee Performance

Indicate your agreement with the following statements.

(1 = Strongly Disagree, 5 = Strongly Agree)

4.1 Frequent communication improves my understanding of work expectations.
4.2 Effective internal communication increases my motivation to perform better.

4.3 Regular communication enhances my overall job satisfaction.
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4.4 There is a direct link between how often I receive communication and how I perform.

4.5 Timely feedback contributes positively to my performance outcomes.

Thank You for Your Participation

Your feedback is vital to this research and will be kept strictly confidential.
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