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ARTICLE INFO ABSTRACT
Keywords: Given the current organisational changes in a turbulent global economic context, is the appro-
Direct communication with management priate setting of the communication process, with an emphasis on feedback from employees to

Organisational climate

HoTe management for organisations to cope with external changes. Following the COVID-19 pandemic,
Communication process

L communication from below is required as it is a primary issue in the context of significant
Employee-to-management communication L. . A . L.
Participation and knowledge sharing organisational change and can help to shape positive perceptions of change. The main aim is to
Clarity evaluate the relationships between selected organisational variables regarding the use of different
forms of employee-to-management communication. A questionnaire survey of Czech organisa-
tions (n; = 183) was conducted, and the data obtained were evaluated using statistical tests (Wald
statistic) to determine whether a demonstrable relationship existed between the traits. The results
showed a relationship between the application of most types of bottom-up communication and
organisation size in terms of the number of employees, majority ownership, and, for selected
types of communication forms, annual turnover. However, none of the communication types
examined depended on the sector in which an organisation operated. The results of the qualitative
research confirmed that grassroots communication was crucial in all the types of organisations
examined and helped to improve organisational climate. This study contributes to theory and
practice by confirming that feedback from employees is a tool for their stabilisation. The
managerial implications include the finding that effective feedback settings help prevent conflicts
in organisations. The study contributes significantly to the deepening of knowledge on the issue of
systematic communication leading to the sustainability of organisations, which is also demon-
strated by the almost zero overlap with previous studies.

1. Introduction

How information is transmitted often fundamentally determines how an organisation can respond to stimuli both internally and
externally.

Employees, their performance, and the direction of an organisation are strongly influenced by how employees communicate with
one another and with management (communication from below); how management communicates with employees (top-bottom
communication); and how employees and management manage their emotions and can constructively and openly communicate. Intra-
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organisational communication and its effectiveness are related to the established organisational culture [1-4].

According to Hosseini et al. [5], management’s indifference to feedback from employees in an organisation, where the organ-
isational culture in not set appropriately, can severely disadvantage the organisation because without due regard to the employees’
opinions, the organisation cannot function in a dynamic environment and will gradually lose its competitiveness.

Basic communication with employees is undoubtedly part of supervisors’ normal, day-to-day management. Supervisors assign tasks
to employees and check and evaluate their work. However, as studies have shown [4,6,7], if managers are satisfied with only basic
communication, problems may arise due to misunderstandings, the sabotaging of decisions, and sharing of misleading and false in-
formation when the organisation must communicate important information to its employees, which affects the latter’s performance,
reliability, and loyalty. To increase employee stability and establish an effective internal-communication system in an organisation,
regular communication from below [8] is necessary to provide management with regular feedback and knowledge-sharing oppor-
tunities [9,10] on how to raise performance [8,11] and motivate employees [12] as well as achieve a positive organisational climate
[13] and proactive decision making [14,15]. Hosseini et al.‘s [16] results demonstrate that supporting feedback from employees in
knowledge-oriented organisations promotes the growth and development of organisations towards eliminating the waste of tangible
and intangible assets.

Underestimating the contribution of internal communication to the bottom line is very often the cause of many misunderstandings,
conflicts, unnecessary departures of qualified employees, as well as the subsequent inability of organisations to fulfil orders and re-
quirements because of a lack of capacity and know-how. Ensuring employee feedback and working with employees is a task for the
management of organisations, which they must be able to effectively perform to maintain employees’ stability. A significant
knowledge gap exists in the area of internal communication from below. The first point to highlight is that the scope of research on the
concept of organisational communication is extremely broad, a point with which Downs et al. [17] concur. To the best of our
knowledge, no study has yet exclusively examined bottom-up communication in the context of identification variables. Moreover,
some studies do not distinguish between bottom-up and top-down communication (see, for example [13,18,19]). The present study
helps to fill this important knowledge gap.

The text discusses and evaluates the types of communications that result from current research and practical applications in or-
ganisations in the Czech Republic. Communication via social media in organisations, with the exception of Teams, is prohibited in
organisations, and do not correspond to the direction of communication of organisations with regard to cyber security. Some social
networks, e.g. TikTok, also forbidden by the current legislation of the Czech Republic.

The main aim is therefore to evaluate the relationships between the selected identifying variables of organisations on the use of
different forms of employee-to-management communication.

It can be summarized that for any organisation, intra-organisational communication is among the foundations for its success or
failure, particularly in the context of the effectiveness of knowledge sharing [10]. Intra-organisational communication establishes the
communication network that enables the very existence of the organisation. This study confirmed current results of Char-
oensukmongkol, Phungsoonthorn [20] and Vrabcova et al. [21] and their results added.

2. Theoretical background

In practice, upward communication is used by employees to express their opinions, needs, or suggestions. Organisations usually
receive this type of communication favourably in order to consider this information in trying to accommodate employees’ wishes to
promote their stability and loyalty, according to Genc [22], Acosta et al. [23], and Chikazhe, Nyakunuwa [24].

According to the literature, upward communication is particularly useful for the following aspects:

- Clarity: Jacobs et al. [25] and Genc [22] assert that verification of information between an employee and their direct supervisor or
in other upward-communication channels are crucial, including feedback on the correctness of the understanding of assigned tasks,
etc.

Improving productivity: every organisation places a premium on optimal productivity, and this can be achieved through an
effective communication system. If an employee can talk to their supervisor about career plans, organisational direction plans, etc.,
this will help to stabilise and maintain high productivity at work. Sadia et al. [14], Stacho et al. [2], Chikazhe, Nyakunuwa [24],
and Vrabcova et al. [21] are some of the studies focusing on this research area.

Participation and knowledge sharing: this aspect of communication serves to enable all the levels of an organisation’s organ-
isational and management schema to participate and feel more involved in the company’s decision making; in this case, employee
participation in an organisation’s decision making [3,4,15]. Suzuki et al. [10] confirmed that overcoming communication barriers
continuously facilitated effective knowledge sharing.

Problem solving: when all the employees are involved in the communication process, problems can arise that are more quickly
solved when shared between everyone or through the intervention of an employee regardless of the level to which they belong,
which is crucial in organisations, according to Charoensukmongkol, Phungsoonthorn [20] and Vrabcov4 et al. [21].

The above consider the division of organisational communication, according to De Nobile et al. [26], who distinguished four
functions: directive, supportive, cultural, and democratic communication. Upward communication is often highly valued by em-
ployees who hold the lowest job positions. If feedback from employees towards management is also viewed positively, optimal
communication between all the employees in the organisation, regardless of their hierarchy in the organisation, can be expected to be
achieved. The modes of communication from below that are the subject of quantitative and qualitative research can be undertaken in
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various forms, which are presented in Table 1.

The article is based on available relevant assessed types of communication from the bottom to the top from domestic and inter-
national researches with regard to managerial implications in organisations operating in the Czech Republic. Suzuki et al. [10] found
that the benefits from intra-organisational communication were greater for service organisations than for manufacturing firms.
Considering previous research [4,21,24,28], it is always advisable to use a combination of communication forms with a direct su-
pervisor using at least one other tool, such as an anonymous mailbox, email communication, contact form, or directly through a human
resource (HR) officer. These tools are the subject of our investigation.

It is necessary for an organisation to ensure passage of information through communication channels; failure to do so leads to
ambiguity of management or manager’s requirements, or the vagueness of information when it is not understandable leads to
employee destabilisation, according to Hitka et al. [6] and Stacho et al. [2]. The attentive monitoring of information from the bottom
up brings several positives to management: the ability to satisfy the basic requirements of the members of the organisation [29,30],
ability to encourage, ability to prevent problems, and ability to solve problems before a critical situation occurs [4,20].

The combination of such information creates an appropriate communication mix that maintains attention and, simultaneously,
shows that the management cares about the employees. Moreover, it creates the conditions for non-standard communication when a
crisis occurs [18,31], such as the COVID-19 pandemic, high inputs, high inflation, an acquisition, the need to add or change jobs, etc.
Starting to establish internal communication with an emphasis on bottom-up communication only at this point is expensive, risky,
unproductive and problematic, usually resulting in destabilising employees and their decision to leave the organisation.

According to studies conducted in the Czech Republic and Slovakia [2,6,21] or abroad [3,24,28], it is necessary to identify the
appropriate combination of forms of communication to eliminate communication noise and maintain employee satisfaction and stable
teams. As stated by Hosseini et al. [5], communication and feedback from employees leads to the promotion of trust, learning, and
innovation and helps team performance. Therefore, organisational management must not forget that employee feedback, however
negative, is inexpensive and effective; however, it also requires management and employees to be willing and able to and capable of
communicating, and this is not always the case in organisations. We can identify a knowledge gap in terms of a lack of comparison
across sectors in the economy and different organisations when collectively considered. The research questions are addressed based on
the evaluated data from primary research.

3. Material and methods

The paper includes an introduction to the issue, the theoretical background to communication from below (employee-to-man-
agement), and how it relates to information transparency and accountability, followed by the research methodology. The third part
presents the main results of the quantitative research based on data from a questionnaire survey within Czech organisations, followed
by a discussion and a final summary of the results concerning the formulated main objective.

In total, 850 Czech organisations were contacted by e-mail from the ALBERTINA database from June 2020 to December 2020. The
questionnaire was designed to comply with the ethical rules and requirement for anonymity. It was completed mainly by managers of
the organisations or owners of small businesses.

The respondents confirmed that by participating in the survey, they agreed to the use of their answers for the purposes of evaluating
the survey. The questionnaire survey was created in accordance with the ethical codes of research in the Czech Republic (Ethical
framework for research, Resolution of the Government of the Czech Republic, dated August 17, 2005 No. 1005, as amended). The
quantitative data (n; = 183) were obtained through a questionnaire survey in Google Forms; the return rate was approximately 22%.
The reliability was tested through a preliminary survey (nz = 10) to also determine whether the questions were understandable.

The primary identification questions of the questionnaire survey included the following variables (see Table 2):

Binary logistic regression models were created, with the use/non-use of the selected form of communication (YES/NO)

Table 1
Types of communications from the bottom to the top.
Type of communication from below Description Reference
Direct communication with management It improves the working environment and job satisfaction; employees are reassured [2,4,10,
that management is interested in them. Knowledge sharing in crises, crisis 20]
communication in the COVID-19 period
Communication through immediate superior Solidarity behaviour among employees; verification of information. [3]
Communication via employee representatives (trade Internal communication on the effect of employee empowerment on the perceived [24]
unions) service quality. Negotiation on improving the working conditions (wage increase,
benefits, home-office setting, etc.).
Communication via human resource (HR) officer Promoting the perception of reality as best as possible, feedback to the set personnel [2]
processes.
Intra-company complaint system (e.g. filing a complaint, Violation of internal procedures, corruption, bullying, etc. [27]
e.g. via email, anonymous mailbox, contact form, etc.)
Surveys of employee opinion (feedback), views, and Discussions with employees on key topics affecting the functioning of the [18,28]
attitudes organisation—feedback from employees on home-office work, the security situation

with COVID-19 at the workplace, the occurrence of psychological and physical
problems among employees.

Source: own elaboration.
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representing the target variable. In the questionnaire survey, respondents were asked to select all types of communications applied in
the organisation. For data analysis, the answers were represented by a set of six binary variables, with 0 for not using the particular
type of communication and 1 for its application. Each model only considers four organisational characteristics: size according to the
number of employees with three classes: i) up to 50 employees, ii) 51-249 employees, iii) 250 employees and more; majority
ownership with two classes: i) domestic, ii) foreign; annual turnover with three classes: i) <EUR 10 million, ii) EUR 11-50 million, iii)
>EUR 50 million; and the sector with two classes: i) primary, ii) secondary, iii) tertiary. Before building the logistic regression models,
we have carefully described the data using contingency tables, as suggested in Hosmer et al. [32]. The analysis showed that the usage
of individual communication types differs among organisations of different sizes, both according to the number of employees and
annual turnover. Still, there were substantial differences between organisations from different sectors and domestic and foreign or-
ganisations. Therefore, 2-way interaction terms were also examined.

According to the probability of Wald statistic used to test individual parameters in the model, only parameters significant at a 1%
significance level or lower were included in the equation. The models were estimated using a stepwise backward elimination approach.
The following equation represents the logistic regression model:

P(YES
ln(%) =a+bix +byxs+ ...+ bxy, (€D)
where the left-hand side represents the logit of using the particular type of grassroots communication, and the right-hand side consists
of the linear predictors, where b1, b2, ..., bk are the estimated regression parameters for predictors x1, x2, ..., xk. The Wald statistic
tests whether the b regression coefficient significantly differs from zero. If it does, we can assume the predictor is significantly related
to the target variable. Wald statistics is calculated as shown in equation (2).
b

W=—o 2
SE,’ 2)

where b is the sample regression coefficient, and SEj, is the standard error of the regression coefficient.

The statistical analysis was conducted using IBM SPSS Statistics, v. 28. The results, based on synthesis, induction, and deduction,
are presented in the Results section.

Based on the quantitative research data, qualitative research was conducted through in-depth interviews with managers of the
organisations (ng = 12 plus 2 moderators). Managers were confronted with the same questions from the questionnaire survey (level of
using bottom-up communication types, benefits of bottom-up communication, relationships among the bottom-up communication
types, and relationship between internal communication and critical knowledge in the organisation).

4. Results

As the results of the number of studies mentioned above show, effective communication significantly impacts any organisation’s
success. The task of communication is to unify all the activities by establishing a mutual communication link between employees and
management, without which common goals cannot be achieved. The absence of communication would make it completely impossible
to coordinate their activities.

Table 3 provides frequencies of organisations using different types of communication from below. The most frequent communi-
cation types were direct communication and communication through immediate superior, both applied in more than half of
enterprises.

Different types of communication from below are used based on various organisation’s characteristics. Therefore, we examined the
factors affecting the use of different kinds of communication. Multivariate statistical methods were used to evaluate the impact of more
identification variables as well as possible interactions among the factors. A binary logistic regression model with interactions was
estimated for each type of communication. We examined the following factors: i) the size of the organisation (3 levels); ii) majority
ownership (2 levels); iii) annual turnover (3 levels); iv) sector (2 levels). Due to the low number of enterprises from the primary sector,

Annual turnover

< EUR 10 million
38.5%

EUR 11-50 million
38.0%

Table 2
Organisations that participated in the research—basic data.
Characteristics Categories
The sector of the organisation Primary Secondary Tertiary
4.5% 40.2% 55.3%
The size of the organisation <50 51-250 >250
26.8% 27.9% 45.3%
Majority ownership Domestic Foreign
45.3% 54.7%
The type of organisation Private Public Non-profit
86.0% 11.2% 2.8%

> EUR 50 million
23.5%

Source: own survey.
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Table 3
Number of organisations using different types of communication from below.
Type of Communication Number of organisations Percentage of organisations
Direct communication with management 101 55.19%
Communication through immediate superior 96 52.46%
Communication via employee representatives (trade union) 63 34.43%
Communication via HR officer 54 29.51%
Intra-company complaint system 41 22.40%
Surveys of employee opinion 43 23.50%

Source: own survey, own elaboration using IBM SPSS Statistics.

organisations from primary and secondary sectors were merged into one class. The model also accounts for two-way interactions
between the factors.

Table 4 shows the results of the binary logistic regression model for direct communication with management. The table provides the
estimated regression coefficients, Wald test statistic with the corresponding p-value, and the change in odds (Exp(B)). The category
denoted as (0) is the reference category of the categorical variable.

The results of the quantitative research showed that the application of direct communication depends on the size of the organi-
sation. There is a significant difference between the smallest and the largest organisations, where in organisations with 250 or more
employees, the chance of using direct communication decreases by approx. 75% (Exp(B) = 0.233).

Table 5 shows the results of the logistic regression model for communication through immediate superior.

Detailed analysis of the results showed that communication through immediate superiors was reported in more than half of
companies with 250 employees or more in all three annual turnover classes. By contrast, it was not reported in more than 40% in any
turnover class in the case of the smallest organisations according to the number of employees. Thus, this still demonstrates the fact that
the size of the organisation is crucial for applying communication through immediate superiors.

Table 6 shows estimated parameters for the communication via employee representatives (trade union) regression model.

The adoption of trade union communication grows with the organisation’s size, where the chances of communication via trade
union representatives are 12 times higher in the largest enterprises than in the smallest ones. The proportion of enterprises using
communication via trade unions is also significantly different between companies with up to 10 million euros and 11 to 50 million
euros, where the middle annual turnover class showed the lowest frequency of organisation using communication via employee
representatives (27.5%).

Even though the adoption of this type of communication dominates in large organisations (44.6%), the proportion of enterprises
using communication via employee representative is significantly higher in organisations with up to 50 employees in the tertiary sector
compared to primary/secondary. The interaction term between ownership and sector reflects the higher proportion of foreign orga-
nisations with a trade union representative in the primary and secondary sectors.

Table 7 summarizes the logistic regression results for the use of communication via HR officers.

Communication via HR officer is less common in organisations from the tertiary sector (24.2%) than in secondary or primary
(35.7%). Even though the type of communication is substantial in the largest companies, the proportion highly differs between sectors
in the case of middle-sized companies. Only 4% of middle-sized organisations in the tertiary sector said they use communication via HR
officers, compared to 34% in the primary and secondary sectors.

Only 22.4% of businesses said they use an intra-company complaint system, with higher frequency in middle-sized and large
companies. In these organisations, the proportion also significantly increases with high turnover levels, where the frequency exceeded
40% in the case of an annual turnover of more than 50 million euros, as confirmed by a highly significant size x turnover interaction
term shown in Table 8.

Lastly, we examined the factors affecting the adoption of surveys of employee opinion. Table 9 provides the results of the binary
logistic regression model.

The results show that the application of surveys significantly differs between organisations from different sectors. Almost 30% of
organisations in the tertiary sector reported conducting employee opinion surveys, compared to 17% in the primary/secondary sector.
The use of surveys increases with number of employees; however, the increase is much higher in the tertiary sector. In the case of
foreign organisations, it is more common in both primary/secondary and tertiary sectors than in domestic ones, as shown by the
significant interaction term between ownership and sector. In the primary/secondary sector, surveys are mostly conducted in orga-
nisations with an annual turnover of 50 million euros or more, while in the tertiary sector, they are also more often conducted in

Table 4

Binary logistic regression model for direct communication with management.
Identification variable B Wald statistics p-value Exp(B)
Size 21.284 <0.001
(0) up to 50 employees
(1) 51-249 employees 0.016 0.001 0.972 1.016
(2) 250 employees and more —1.456 13.860 <0.001 0.233

Source: own survey, own elaboration using IBM SPSS Statistics.
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Table 5
Binary logistic regression model for communication through immediate superior.
Identification variable B Wald statistics p-value Exp(B)
Interactions
size X turnover 0.192 12.948 <0.001 1.212
Source: own survey, own elaboration using IBM SPSS Statistics
Table 6
Binary logistic regression model for communication via employee representatives (trade union).
Identification variable B Wald statistics p-value Exp(B)
Size 9.584 0.008
(0) up to 50 employees
(1) 51-249 employees 1.443 5.448 0.020 4.233
(2) 250 employees and more 2.514 9.583 0.002 12.358
annual turnover 5.493 0.064
(0) < EUR 10 million
(1) EUR 11-50 million —1.085 4.623 0.032 0.338
(2) > EUR 50 million —0.452 0.581 0.446 0.637
Interactions
size X sector —0.480 5.013 0.025 0.619
ownership X sector 0.581 5.613 0.018 1.788
Source: own survey, own elaboration using IBM SPSS Statistics.
Table 7
Binary logistic regression model for communication via HR officer.
Identification variable B Wald statistics p-value Exp(B)
Sector
(0) primary/secondary
(1) tertiary —2.282 14.677 <0.001 0.102
Interactions
size X sector 0.741 18.150 <0.001 2.098
Source: own survey, own elaboration using IBM SPSS Statistics.
Table 8
Binary logistic regression model for intra-company complaint system.
Identification variable B Wald statistics p-value Exp(B)
Interactions
size X turnover 0.257 16.135 <0.001 1.293
Source: own survey, own elaboration using IBM SPSS Statistics.
Table 9
Binary logistic regression model for surveys of employee opinion.
Identification variable B Wald statistics p-value Exp(B)
Sector
(0) primary/secondary
(1) tertiary 2.889 5.512 0.019 17.980
Interactions
size X sector 0.687 9.953 0.002 1.989
ownership X turnover 0.823 7.123 0.008 2.278
ownership X sector -1.141 6.690 0.010 0.319
turnover X sector —0.837 5.132 0.023 0.433

Source: own survey, own elaboration using IBM SPSS Statistics.

organisations with lower annual turnover levels.

Fig. 1 below shows the relationships between the different types of communication from below. The graph shows YES (commu-
nication adopoted) and NO (communication not adopoted) categories for each type of communication that differs by color. The size of
the circle reflects the number of organisations. The thicker the line, the more often the combination occurs in organisations. Fig. 1
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shows which communication methods are used together by the organisations and which are not associated very often. The widths of
the lines correspond to the number of organisations. The graph only shows the minimum of 25 relationship counts.

Table 10 presents the combination of the use of the grassroots communication methods and relationship with the selected iden-
tification questions. In the logistic regression model, the dependent variable had two classes: 1 for organisations using more than two
types of grassroot communication and O for organisations with a maximum of two communication types. The model only showed one
significant term: the interaction term between size and turnover.

Almost seventy percent (69.4%) of organisations stated that they used a maximum of two types of communication from below, and
32.2% answered they only use one type of communication. However, we can conclude that combining more than two types of
communication is most frequent in organisations with 250 or more employees, where it does not depend that much on the annual
turnover as in middle-sized organisations.

5. Discussion

Barendsen et al.‘s [33] and Suzuki et al.‘s [10] results showed that establishing internal communication supported the ordinariness
of processes in organisations. It can be agreed that unnecessary communication barriers play a role in bottom-up communication
related to employees’ fears of open communication, especially the retaliation that could befall them for openly expressing their
opinions. As our results show, it is also often due to the fact that managers forget that they occupy a position of power, i.e. unequal
power, vis-a-vis their employees and, therefore, the latter’s communication needs must be sufficiently encouraged or supported.

Based on this study’s results, every employee can generate creative ideas to help their organisation grow, which is consistent with
Dee, Leisyte’s [9] findings and extends Urbancova et al.‘s [34] results. Employees can offer their vision and suggestions to improve all
types of strategies (e.g. innovation, marketing, sales, etc.). Effective communication management could improve job security [35].
Upward communication can help solve problems that arise in an organisation and accelerate the process of adapting to changes or
avoiding problems [19,36].

Although there is growing pressure to use chatbots in work processes in some types of organisations (e.g. mobile operators) with an
emphasis on reducing costs, time and the need to reduce jobs, this is an under-researched area that is at the beginning of its devel-
opment in many fields. In some areas, e.g. the academic sphere, the use of chatbots is completely prohibited in Czech organisations. It
should be noted that a chatbot cannot be considered an effective tool for employee feedback. For employees stabilisation, the em-
ployees must cooperate with their supervisor and have the opportunity to give feedback and see that the feedback is being worked on.

The results are consistent with those of Jiang, Men [37] and Dolomore et al. [18] that transparent communication helps to set an
appropriate social climate and is determined by the quality of the interpersonal relationships and employee interaction in an orga-
nisation. Social climate in an organisation also refers to how employees perceive the organisational culture. Signs of social climate are
often not obvious at first glance and, therefore, the importance of grassroots communication increases. Some employees prefer
impersonal feedback (e.g. in the form of an anonymous mailbox). Extreme manifestations, such as a tense climate leading to conflicts,
are particularly noticeable to HR managers or external stakeholders. The findings are consistent with those obtained by Chen et al. [38]
that the current digital age, based on social networks with the possibility of quick feedback from employees not only inside an
organisation but also its publication, increases the number of conflicts between employees and management of organisations. The
formation of a favourable climate is influenced by the type of work performed, form of cooperation, size of the workplace and work
group, how management is conducted and its directions, and frequency and methods of communication set-up, among others.
Consistent with previous research (e.g. Refs. [4,22,25,27,28,39]), it can be concluded that the arrangement of employees in the

.Dxrect communication
with management

OCommumcatlon through
immediate superior
Communication via

@ employee representatives
(trade union)

.Commumcatxon via HR
officer

.Intra-compan/ complaint
system

OSurveys of employee
opinion

NO NO

°
YES

Fig. 1. Relationships between the different types of bottom-up communication used in the surveyed organisations: Source: own elaboration using
IBM SPSS Statistics.
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Table 10

Binary logistic regression model for using more than two types of communication from below.
Identification variable B Wald statistics p-value Exp (B)
Interactions
size X turnover 0.367 32.476 <0.001 1.444

Source: own survey, own elaboration using IBM SPSS Statistics.

workplace, method of communication, transfer of work tasks, and cooperation between teams are necessary circumstances that affect
the operation of the entire organisation as well as its further development and success. We can summarise that the theoretical
background has identified a knowledge gap in the field of internal communication from below, where no study has yet exclusively
examined communication from below in the context of identification variables. Based on the research findings, the theoretical
contribution of the study can be characterised as advancing the theory through the following:

- The application of the selected forms of grassroots communication depends on the size of the organisation in terms of the number of
employees.

- The application of the selected forms of grassroots communication depends on the majority ownership (domestic or foreign).

- The application of the selected forms of grassroots communication depends on the annual turnover of the organisation.

- The application of the selected forms of grassroots communication depends on the sector in which the organisation operates.

The application of selected grassroots communication differs for various combinations of size, sector, annual turnover and majority
ownership. A major limitation in practice can be seen in the failure to distinguish the differences between communication from below
and from above. The current study confirms that communication from below is a necessary feedback tool for ensuring employee
stabilisation. The important role of communication from below is also emphasised by the Tomas Bata management system, whose
principles and philosophies are not limited by time and aim at sustainable communication and sustainable business, as confirmed by
Balaban et al. [40]. The emphasis regarding Czech organisations’ conditions is even more crucial because Tomas Bata was a Cze-
choslovak manager with worldwide influence whose decisions were based on the evaluation of his employees. Additionally, he is
considered the most important manager in the history of the Czech Republic.

Based on this study’s results, it is recommended to the management of organisations to focus on establishing employee feedback as
this is a relatively inexpensive way to obtain ideas for changes and improvements that can positively further develop the whole
organisation.

A follow-up study will be of a longitudinal nature and will evaluate the impact of establishing an internal communication system on
the number of employees, turnover, and costs. Last, and equally important, the intention is to investigate selected managers’ and
employees’ characteristics and internal relationships in effective knowledge sharing in both directions of communication. The con-
clusions based on this study can expand the research areas on the theoretical and practical levels.

6. Conclusion

The results showed that at the 5% level of significance, the application of the selected forms of bottom-up communication varied
according to the size of the organisation, number of employees, majority ownership, and, for selected types of communication, annual
turnover. Direct communication with management is evidently more frequently used in domestic firms and organisations with fewer
employees. In contrast, organisations with a majority of foreign ownership and large organisations, both in terms of the number of
employees and annual turnover, are characterised by a combination of a greater number of forms of communication, particularly
communication through an immediate supervisor, communication through an HR officer, and an in-house complaint system. Ac-
cording to more detailed examination of the results, it is evident that communication through an immediate supervisor, trade union
representatives or a personnel officer is associated with the size of the organisation in terms of the number of employees and/or
amount of the annual turnover, and for the last two also to the sector. The introduction of an in-house complaint system is more
strongly linked to companies with a high annual turnover and depends, to a lesser extent, on the size of the organisation as measured by
the number of employees.

The results of the qualitative research have a practical managerial implication: While it was confirmed that the existence of
communication from below was important in all types of organisations examined, such communication helps to improve the organ-
isational climate and contributes to employee stabilisation. Thus, for a successful and sustainable business, it is essential to implement
effective communication both from below and from above. These results also extend management theory in area of the communication
in organisations.

This study has several limitations, in addition to being limited to organisations based in the Czech Republic. The managers who
completed the survey might have tended to improve the profiles of their organisations. However, the respondents were advised of their
anonymity in the cover letter and were asked to answer honestly. The questions were formulated in a non-leading manner and
conformed to all the rules of socio-economic research. Since a probability sample of organisations was selected and this sample can be
considered generalisable to the whole population of Czech organisations, additional variables related to grassroots communication will
need to be further investigated in future based on the generations of employees working in the organisations.

Another limitation relates to the relatively narrow sample of organisations, which means that the results cannot be generalised
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globally. However, these are important findings that advance the theory and practical direction of organisations in establishing
sustainable business communication. Although the results cannot be generalised to the entire population, this is an important sample
across different organisations (sectors, size, majority ownership, the type of organisation, and annual turnover).
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