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Abstract

Communication is one of the reasons for the success of companies. The ability to
understand each other during work leads to the creation of favorable working conditions and
a working environment. At the same time, it helps to establish good relations between
employees. However, communication barriers are emerging in every organization. These
barriers prevent effective communication. The main goal of this study is to determine whether
the occurrence of communication barriers in the company affects the work performance of
employees. To achieve the goal, we will use data obtained from a questionnaire survey. These
data were collected from a sample of respondents from the Slovak Republic. The data were
processed using MS Excel and IBM SPSS Statistic 25. In our article, we proved that the
occurrence of communication barriers in the company does not affect the work commitment of
employees.
Keywords: Communication, Communication barriers, Communication skills, Rejection of feedback
Management, Intercultural communication.
JEL Codes: M50, C10

Introduction
Under the term communication, people automatically think of the exchange of
information between the parties involved. At present, we cannot imagine everyday life without
communication. It is a daily activity that we perform with family, friends, or colleagues. It is
in the working part of life that most people expect communication at a level that will provide
the necessary information to carry out work activities. Often, this communication is disrupted
by various negative aspects, which can be described as communication barriers.
Communication can positively but also negatively affect the interaction of the work team. In
recent decades, communication has undergone various changes, such as the ability to
communicate from anywhere at any distance. Technologies make it easier for us to
communicate over greater distances, but they also bring with them new communication
barriers. In the last two years, during the COVID-19 pandemic, communications in many
businesses have moved to the online space. As this communication brings with it new
communication barriers in addition to the classic ones, we decided to find out whether the
occurrence of communication barriers in the company has an impact on the work performance
of employees.
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Literature review
Communication can be defined as the use of words, or the behavior of creating,
disseminating, and interpreting a message. Communication is considered a basic social need
of human existence. The communication process includes the sender of the message, its
recipient (which can be an individual or a group), and the environment in which the
communication takes place. These three factors, together with communication barriers, affect
the communication process and the outcome of communication itself. If the impact of
communication barriers is high, communication is considered ineffective (Anoosheh, Zarkhah,
Faghihzadeh, & Vaismoradi, 2009). Through communication, we can not only share
information, but also express our thoughts, emotions, or ideas (Altun & Anwar, 2021).
Communication is the main connecting process in management. The exchange of
information in companies ensures the implementation of the main management functions,
which include planning, organization, motivation, and control. Therefore, communication must
be effective. Communication inefficiencies are caused by communication barriers, which can
be divided into semantic (discrepancy in values between communicating groups), stylistic
(discrepancy between communication style and communication situation), logical (discrepancy
between logical systems of communication participants), and socio-cultural (discrepancy
between cultures) or communicating social factors) (Demchenko, Khoroshevskaya, & Krukov
, 2020). Management needs to communicate effectively with the various components of the
enterprise in order to coordinate, control, and align the components of the enterprise with
corporate strategy and ensure the transfer and exchange of knowledge and information (Tenzer,
Schulz, Klier, & Schwens, 2020).
Communication barriers can be considered as a negative state that contributes to the
effectiveness of communication and can even lead to the absence of communication (HaskardZolnierek, Martin, Bueno, & Kruglikova-Sanchez, 2021). Yusof and Rahmat (2020)
characterized communication barriers as a negative impact caused by an inability to understand
each other. This issue affects various areas, such as healthcare (Ciolpan, 2020), banking
(Paudel, Parajuli, Devkota, & Mahapatra, 2020), or accounting (Zadorozhnyi, Ometsinska, &
Muravskyi, 2021).
We can divide communication barriers into several groups, such as: attitude
communication barriers (due to position, power, or lack of identification with leadership),
behavioral communication barriers (bias, stereotypes, etc.), cultural (differences in education,
social or regional language barriers (it is a lack of knowledge of another language or even a
poor knowledge of the communicator's mother language), ethnocentrism (the belief that one
ethnic group is superior to the others), and various environmental barriers, whether physical or
technological (Jenifer & Raman, 2015; Rani, 2016).
Vasilkova and Minina (2019) divided communication barriers into institutional
(difficulties in understanding the functioning of the organization, working with documents, and
inefficient organization) and non-institutional (concerning the psycho-emotional traits of
communication between the various parties to communication).
Successful communication in the workplace is crucial and therefore needs to be created
and maintained, otherwise, misunderstandings can arise that create communication barriers.
Communication disorders not only distort growth and progress in the workplace but also cause
anger, misinterpretation, cynicism, and loss of trust and respect, resulting in an unhealthy
atmosphere in the workplace (Varma et al., 2021).
It is important to realize that communication can fail even if two people are speaking
the same language, which is often caused by different accents. There are often communication
barriers in businesses because the message is unclear not only to the recipient but also to the
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sender. It is the ambiguity of the report that is one of the most common reasons for the
emergence of communication barriers (Yusof & Rahmat, 2020).
The results of the Nordin and Jelani (2019) study suggest that employers should take
the issue of communication barriers that occur in the workplace seriously. This is due to the
fact that communication is a key factor that can affect an organization's success or failure
because it involves the organization's intellectual assets. Thus, effective communication would
not only benefit employees but also superiors and the organization as a whole.
At present, many international companies meet different cultures. The globalization
process, rapid urbanization, and the advancement of technology are integral parts of the
functioning of international companies. In many of them, individual cultures are already united
in the so-called hybrid culture. Society itself can enrich it, on the other hand, it can cause
communication barriers and reduce the level of communication in the organization (Neto, da
Silva, & Junior, 2021).
Intercultural communication occurs when the sender of the message comes from one
culture and the recipient comes from another. The biggest problem is the fact that in such
communication, the message is encoded in one culture and decoded in another. Based on this,
we can say that cultural differences can slow down and disrupt the communication process. In
other words, we can say that communication does not go smoothly and can be considered
optimal (Paramita & Carissa, 2018). Intercultural communication and communication barriers
that arise due to it have been addressed, e.g., Tian (2020), Kim and Williams (2021).
If the project consists of a virtual team, there are certain challenges in project
management. These challenges include effective communication between project team
members, connectivity issues (technology tools), and information transfer issues. These factors
can be considered as communication barriers. We can remove these barriers through daily
meetings that promote effective communication among project team members, with the
involvement of all team members focused on the project's problems and goals, it is possible for
everyone to follow the tasks being solved, allowing everything to be done in a more
coordinated and effective way (de Almeida, Neto, da Silva, & Penha, 2021).
Larsala (2021) created several recommendations for management to avoid the
emergence of communication barriers, which include, e.g., using simple language, actively
listening, avoiding information overload, providing constructive feedback, or considering the
choice of communication media.
Self-efficacy (Tian, Wang, Zhang, & Wen, 2019), personality (Hung, 2020), work
environment (Laras, Jatmiko, Susanti, & Susiati, 2021), independence, and growth work values
(Ren, Zhang, & Zheng, 2020), work interfering with the family and family interfering with
work (Sahin & Yozgat, 2021), work motivation (Pancasila, Haryono, & Sulistyo, 2020), work
engagement (Neuber, Englitz, Schulte, Forthmann, & Holling, 2022), career competencies
(Park, 2020), and so on, can influence work performance.
In this study, we use bibliometric analysis for the period 1968–2022 to capture
communication barriers and for the period 1908–2022 to capture work performance. We
obtained input for this analysis from the Web of Science database, which is considered the
world's most well-known and most cited database. In this analysis, we focused on keywords
that have been used over the years to publish scientific articles on communication barriers and
performance.
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Figure 1. Bibliometric analysis of the keywords of communication barriers

Source: Own processing

Figure 1 shows the keywords for communication barriers. We can see the link between
the communication barriers and various other keywords, which are directly linked and,
together, create and complete the essence of this issue. The result of the bibliometric analysis
can be divided into 5 clusters, where the first represents communication barriers (purple),
communication (red), language (blue), knowledge (yellow), and impact (green).
Figure 2. Bibliometric analysis of the keywords of work performance

Source: Own processing
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Figure 2 shows the keywords for work performance. We can see the link between work
performance and various other keywords, which are directly linked and together create and
complete the essence of this issue. The result of the bibliometric analysis can be divided into 7
clusters, where the first represents work performance (green), performance (red), model
(purple), motivation (yellow), job-performance (blue), transformational leadership (turquoise),
and self-efficacy (orange).
We will use Pearson's χ2 to find out whether there is an impact of communication
barriers on the work performance of employees. If there is a dependence between the two
factors, we will use correspondence analysis to determine whether the factors are similar. We
will also display selected questions from the questionnaire graphically. The article will consist
of a literature review where we define the theoretical aspect of the researched issues and
perform a bibliometric analysis. In the second part, entitled methodology, we define the
individual methods that will be used in the research, and then in the results chapter, which will
be divided into a graphical display of the results of the questionnaire and determining the
dependence between factors, we present the results. In the conclusions, we summarize the
individual findings, define the limitations of the research, and define the future goals of our
work.
Methodology
An online questionnaire was used to collect data for this survey. There were 19
questions in the online survey. 452 respondents from the Slovak republic's public and private
sectors filled out the questionnaire. From March 21, 2021, through February 28, 2022, data
was collected. MS Excel and IBM SPSS Statistics 25 were used to analyze all of the data
collected through the online questionnaire.
The beginnings of correspondence analysis go back to the 1960s and 1970s.
Correspondence analysis can be understood as an analogy of the principal components method
and factor analysis for qualitative features in contingency tables. Correspondence analysis
allows us to work only with nominal or ordinal variables, which means that continuous
variables must be categorized. It is necessary to realize that the correspondence analysis is only
a descriptive and exploratory analysis; that is, it does not include tools used to verify statistical
significance. For this reason, we will first determine the relationship between the level of work
performance of the working group and the expression of consent to the presence of
communication barriers in the company. We will use Pearson's χ2 test to determine the
dependence. It is necessary to establish a null hypothesis, which will read as follows: The
occurrence of communication barriers in the company does not affect the level of work
performance of employees. The alternative hypothesis will be: The occurrence of
communication barriers in the company will affect the level of work performance of
employees. The Pearson's χ2 test will be performed at a significance level α = 0.05, and if the
result of this test is less than the significance level α, we will reject the null hypothesis and
accept the alternative hypothesis. Otherwise, we will not reject the null hypothesis.
Subsequently, we will evaluate the intensity rate for these variables using the uncertainty
coefficient. Based on the result of Pearson's χ2 test, we decide either not to reject the null
hypothesis or to reject it and accept the alternative hypothesis. Subsequently, we will find out
what type of addiction it is. If the dependence is confirmed, we will perform a correspondence
analysis, when it will make sense to look for an answer to the question of which factors are
similar to each other.
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Results
Descriptive analysis of the obtained data
The questionnaire received 452 responses from the Slovak Republic, with 270 women
(representing 59.73 %) and 182 men (40.27 % ). There were 126 respondents in the 18–25 age
group (27.88 %), 208 respondents in the 26–40 age group (46.02 %), 97 respondents in the 41–
60 age group (21.46 %), and 21 respondents in the 61 and above age group (4.65 %).
Figure 3. Aged Structure of Respondents

Aged Structure of Respondents
4,65%

18-25 years

27,88%

21,46%

26-40 years
41-60 years
61 and more years

46,02%

Source: Own processing

When we look at the departments in which the individual respondents worked, we find
that the majority of them worked in the marketing departments (126 respondents, or 27.88 %),
the HR departments (64 respondents, or 14.16 %), the sales departments (55 respondents, or
12.17 %), the IT departments (46 respondents, or 10.18 %), and the accounting departments
(41 respondents, or 9.07 %). Figure 4 shows the more detailed results.
Figure 4. Department Structure of Respondents
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Source: Own processing

179 (39.60%) respondents chose the answer for the question, What communication
barriers do you perceive in the company's internal communication?, the possibility that they
did not see any communication barriers in the company. 56 (12.39%) respondents mentioned
the possibility of individuals' reluctance to communicate. 105 (23.23%) respondents identified
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lack of time from stakeholders as the biggest communication barrier, 75 (16.59%) respondents
indicated insufficient communication experience and skills of individual employees, and 37
(8.19%) respondents indicated the possibility of reluctance to accept a different opinion.
If we look at the individual answers within the age categories prevail the answer I do
not perceive any communication barriers, in each age group People aged 18–25 indicated a
lack of time as the second most common answer (30.95% of the total number of answers to
this question). At the age of 26–40, the second most common answer is lack of time (21.63%),
and up to 18.27% of respondents indicated insufficient communication experience and skills
of individual employees. For the remaining age categories, lack of time is again the most
common answer. In the category of 18–25 years, the most common answer, the lack of time,
can be explained by the fact, that people who mostly graduated from high school or university
and are therefore employed for the first time. They need to be trained and have enough
information to do their job properly and efficiently. In the case of the age category of 26–40
years, there is often insufficient communication experience and skills of individual employees,
as employees at this age already have more work experience and have higher demands on their
work environment and colleagues. Respondents aged 41–60 are groups where up to 45.36%
answered I do not perceive any communication barriers, and this is the largest percentage of
this response in all age categories. This may be due to the fact that employees do not have such
high demands on their work and the environment, or that they have resigned, or they no longer
notice shortcomings and perform their work in a certain way (stereotype).
Figure 5. What communication barriers do you perceive in the company’s internal communication?
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When we asked how much respondents agreed with the assertion that communication
constraints limit awareness, 266 (58.85%) respondents said they totally agreed, 172 (38.05%)
said they might agree, 2 (0.44%) said they didn't know, and 12 (2.65%) said they previously
disagreed. As many as 54.76% of respondents aged 18–25 totally agree that communication
barriers reduce awareness, and 42.86% rather agree with this statement. 126 respondents
(60.58%) aged 26–41 totally agree with the statement, and 36.54% rather agree. 61.86% of
respondents, aged 41–60, totally agree with the statement that communication barriers reduce
awareness and rather agree with up to 35.05%. As we can see, most respondents agree with
this statement, which is due to the fact that they are aware of the importance of proper
communication and have experience with communication barriers and the consequences that
these barriers have caused.
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Figure 6. Communication barriers reduce awareness
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When claiming that communication barriers are a common phenomenon in your
organization, only 28 (6.19%) people expressed absolute agreement, 87 (19.25%) previously
agreed, 56 (12.39%) respondents could not answer, up to 205 (45.35%) previously disagreed
with this statement, and 76 (16.81%) expressed absolute disagreement. Up to 44.35% of
respondents aged 26–40, 27.83% of respondents aged 18–25, and 23.48% of respondents aged
41–60 agreed with this statement. If we look at the agreement with this statement by gender,
then 62.61% of respondents were female and the rest were men (37.39%)
Figure 7. Communication barriers are a common phenomenon in our company
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107 (23.67%) respondents said they completely agreed with the assertion that
communication barriers reduce employees work performance. 265 respondents (58.63%) said
they "rather agree," 27 (5.97%) said they couldn't answer, and 53 (11.73%) said they disagreed
with this statement. Respondents aged 18–25 (27.96%), 26–40 years (48.12%) and 41–60 years
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(19.89%) agreed with the statement that communication barriers reduce employee
performance, with 58.87% of women and 41.13% the respondents were men.
Figure 8. Communication barriers reduce the work performance of employees
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The statement that the lack of information does not allow me to carry out the work
effectively expressed the absolute consent of 162 (35.84%) respondents. Rather, as many as
227 (50.22%) respondents agreed, while 32 of the total number of respondents could not
answer. 17 (3.76%) respondents previously disagreed with the statement, and 14 (3.10%)
respondents expressed absolute disagreement. 59.64% of women and 40.36% of men agreed
with the statement that the lack of information does not allow me to do the job effectively.
Respondents aged 26–41 (44.73%) most often agreed, while these people based their claim on
their work experience.
Figure 9. Lack of information does not allow me to do the job efficiently
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154 (34.07%) respondents rate their workgroup's performance at a high level, 170
(37.61%) respondents rate their workgroup's performance as above average, and 53 (11.73%)
respondents believe their workgroup's performance is at the average level. 75 respondents
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(16.59%) said their work performance was below average or worse. We have looked at this
question from the point of view of the department.
The performance of the working group at a high level was most often described by
respondents from the IT (40.00%), accounting (39.47%), and personnel departments (38.18%).
In the case of the personnel department, the most respondents identified the worst performance
of the work group, up to 23.64%. This may also be due to the fact that the personnel department
is also responsible for resolving conflicts, manifestations of pathological relationships in the
workplace, or providing the most important information within working groups. If we look at
the composition of the respondents who described the deployment of the working group as bad,
then up to 84.62% of them were women. For example, Kazmierczyk, Figas, Akulich and
Jazwinski, (2021) and Dirican, Bozyel, Hulur and Oztas, (2020) say that women in the women's
team perform mobbing more than men in the men's team.
Figure 10- How would you rate the performance of the working group you are part of?
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Statistical analysis of the dependence of the examined variables
The main goal of this study is to determine whether the occurrence of communication
barriers in the company affects the work performance of employees. Therefore, we have
established the following hypotheses: null hypothesis H0: The occurrence of communication
barriers in the company does not affect the level of work performance of employees; and
alternative hypothesis H1: The occurrence of communication barriers in the company will
affect the level of work performance of employees.
In Table 1, we can see the total number of measurements displayed in the Total column. The
measurement is 452. In the Valid column, we see how many measurements were valid, which
means that all our measurements were valid. The Cases Missing column shows the number of
erroneous measurements, where we can see that there were no erroneous measurements in our
data.
Table 1. Case Processing Summary
Case Processing Summary

Valid
N
Percent
The level of work performance * Communication
barriers are a common phenomenon in our company
Source: Own processing

452
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100.0%

Cases
Missing
N
Percent
0

0.0%

N
452

Total
Percent
100.0%

Table 2 shows the frequencies for each category of variables. The table shows that the
conditions for the use of Pearson's χ2 test are not met, namely that at least 80% of the theoretical
numbers are greater than or equal to 5, and at the same time, each number must reach a value
of at least 1.
Table 2. Numbers of measurements
Level of work performance * Communication barriers are a common phenomenon in our company Crosstabulation

Count
Communication barriers are a common phenomenon in our company

Above average
level
Average level
Level of
work
Below average
performance level
High level
Low level
Total
Source: Own processing

I do not know

I rather
agree

I rather
disagree

I totally agree

I totally
disagree

Total

15

33

85

8

29

170

8

8

25

2

10

53

11

18

24

4

8

65

19
3
56

27
1
87

67
4
205

14
0
28

27
2
76

154
10
452

In Table 3 we see confirmation that the conditions are not met, so we have to merge the
individual categories as follows: at the level of work performance, we merged the categories
high level and above average level and named their high level, and at the same time, we
merged the categories low level and below average level, where we left the name low level. In
agreeing that communication barriers are a common occurrence in our company, we
merged categories I totally agree with, I rather agree with and called it I agree, and we
combined categories I totally disagree with, I rather disagree, and named it I disagree.
Table 3. Chi-Square Test
Chi-Square Tests

Value

df

Pearson Chi-Square

16.097a

16

Asymptotic Significance
(2-sided)
0.446

Likelihood Ratio

15.904

16

0.460

Linear-by-Linear Association

0.225

1

0.635

N of Valid Cases

452

a. 7 cells (28.0%) have expected count less than 5. The minimum expected count is 0.62.
Source: Own processing

The whole analysis, after merging the categories, had to be performed again. Therefore,
we performed the test again, and we can see in Table 4 that the conditions of Pearson's χ2 test
were met.
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Table 4. Numbers of measurements after merging
Level of work performance * Communication barriers are a common phenomenon in our company Crosstabulation

Average level
Level of work performance High level
Low level
Total
Source: Own processing

Count
Communication barriers are a common
phenomenon in our company
I agree
I disagree I do not know
10
35
8
82
208
34
23
38
14
115
281
56

Total
53
324
75
452

The P-value of the Pearson χ2 test was 0.122, which means that the level of significance
α is less than the value of the Pearson χ2 test; 0.122 > 0.05. It follows that we do not reject the
null hypothesis, and thus the occurrence of communication barriers in the company does not
affect the level of work performance of employees. Based on this finding, it is further
unnecessary to examine the internal structure of contingency tables through correspondence
analysis.
Table 5. Chi-Square test after merging
Chi-Square Tests

Value

df

Asymptotic Significance
(2-sided)
0.122
0.129
0.543

Pearson Chi-Square
7.283a
4
Likelihood Ratio
7.134
4
Linear-by-Linear Association
0.371
1
N of Valid Cases
452
a. 0 cells (0,0%) have expected count less than 5. The minimum expected count is 6,57.
Source: Own processing

Conclusions
Work performance can be influenced by several factors, including self-efficacy (Tian
et al., 2019), personality (Hung, 2020), work environment (Laras et al., 2021), independence,
and growth work values (Ren et al., 2020), work interfering with the family and family
interfering with work (Sahin & Yozgat, 2021), work motivation (Pancasila et al., 2020), work
engagement (Neuber et al., 2022), career competencies (Park, 2020), and so on. For example,
Udaksana, Supartha, Wibawa and Surya (2022) revealed that the work environment does not
have a significant impact on the work environment. As work performance is influenced by
several factors, and as the respondents stated in the questionnaire that they thought that
communication barriers affect the work performance of employees, we decided to verify this
statistically.
We used Pearson's χ2 test, through which we wanted to verify whether the occurrence
of communication barriers in the company has an impact on work deployment. Based on
Pearson‘s χ2 test, we did not reject the null hypothesis, which means that the development of
communication barriers in the company does not affect the work commitment of employees.
Our assumption based on the respondents' beliefs was not confirmed, and therefore we did not
continue to perform the correspondence analysis, as the assumption of the dependence of the
variables was not met.
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The independence of the two research factors can also be met by the fact that, as we
found in the literature, the results of surveys in which the authors examined the impact of the
variable on work performance varied depending on the country, culture, or industry in which
the research was conducted. This is the main precondition for the result of our research, as the
survey was conducted for the territory of the Slovak Republic, but the respondents came from
various industries. This fact may have meant that, in the final analysis, the sectors in which this
dependence would apply were also represented in small quantities. Therefore, in the future, we
want to focus on a closer examination of this issue within one specific field, while the pilot
study should take place at the University of Žilina in Žilina.

80

References
Altun, M., & Anwar, E. N. (2021). Physiological Barriers to Communication within
Organizations. Black Sea Journal of Management and Marketing, 2(1), 47-54.
https://doi.org/10.47299/bsjmm.v2i1.66
Anoosheh, M., Zarkhah, S., Faghihzadeh, S., & Vaismoradi, M. (2009). Nurse–patient
communication barriers in Iranian nursing. International nursing review, 56(2), 243249. https://doi.org/10.1111/j.1466-7657.2008.00697.x
Ciolpan, G. (2020). Study on Communication Barriers between Medical Teams. European
Finance, Business and Regulation EUFIRE 2020, 121. Retrieved from
https://www.researchgate.net/profile/Lorena-Popescul-Dumitrasciuc2/publication/344781240_IMPLEMENTATION_OF_THE_GDPR_IN_THE_ROMA
NIAN_ENTREPRENEURIAL_BUSINESS/links/61879446d7d1af224bc0f226/IMPL
EMENTATION-OF-THE-GDPR-IN-THE-ROMANIAN-ENTREPRENEURIALBUSINESS.pdf#page=121
de Almeida, D. A., Neto, A. L., da Silva, L. F., & Penha, R. (2021). Daily Meeting as
Solution to Communication Barriers of Virtual Team of Multiple Projects. Journal on
Innovation and Sustainability RISUS, 12(04), 91-98. https://doi.org/10.23925/21793565.2021v12i4p91-98
Demchenko, V., Khoroshevskaya, J., & Krukov, K. (2021, March). Communication Barriers
of a Construction Company’s Network Management. In IOP Conference Series:
Materials Science and Engineering, 1079(3), p. 032089. https://doi.org/10.1088/1757899X/1079/3/032089
Dirican, O., Bozyel, Ö. A., Hülür, Ü., & Öztaş, D. (2020). Mobbing in the case of primary
health care providers. Anadolu Psikiyatri Dergisi, 21(1), 5-13.
https://doi.org/10.5455/apd.35929
Haskard-Zolnierek, K., Martin, L. R., Bueno, E. H., & Kruglikova-Sanchez, Y. (2021).
Physician-Patient Communication and Satisfaction in Spanish-Language Primary
Care Visits. Health Communication, 1-7.
https://doi.org/10.1080/10410236.2021.1973176
Hung, W. T. (2020). Revisiting relationships between personality and job performance:
working hard and working smart. Total Quality Management & Business
Excellence, 31(7-8), 907-927. https://doi.org/10.1080/14783363.2018.1458608
Nordin, N. S., & Jelani, F. (2019). Communication Issues at the Workplace. International
Journal of Modern Languages and Applied Linguistics, 2(1), 32-46.
https://doi.org/10.24191/ijmal.v3i2.7642
Jenifer, R. D., & Raman, G. P. (2015). Cross-cultural communication barriers in the
workplace. Internafional Journal of Management, 6(1), 348-351. Retrieved from
https://www.researchgate.net/profile/DelectaJenifer/publication/333640758_Cross_Cultural_Communication_Barriers_in_Workpl

81

ace/links/5cf88a604585153c3db73def/Cross-Cultural-Communication-Barriers-inWorkplace.pdf
Kazmierczyk, J., Figas, D., Akulich, M., & Jazwinski, I. (2021). Mobbing in banks: the role
of gender and position on the process of mobbing in banks in Poland and Russia. In
European Research Studies journal, 24(1), 697-714. Retrieved from
file:///C:/Users/USER/Downloads/Mobbing%20in%20Banks_%20The%20Role%20o
f%20Gender%20and%20Position%20on%20the%20Process%20of%20Mobbing%20i
n%20Banks%20in%20Poland%20and%20Russia.pdf
Kim, H., & Williams, C. P. (2021). Barriers in Intercultural Communication. In Discovering
Intercultural Communication, 47-67. https://doi.org/10.1007/978-3-030-76595-8_3
Laras, T., Jatmiko, B., Susanti, F. E., & Susiati, S. (2021). The Effect of Work Environment
and Compensation on Work Motivation and Performance: A Case Study in
Indonesia. The Journal of Asian Finance, Economics and Business, 8(5), 1065-1077.
https://doi.org/10.13106/jafeb.2021.vol8.no5.1065
Larsala, L. (2021). Strategies for Leaders to Break Down Organizational Communication
Barriers. Available at SSRN 3983010. http://dx.doi.org/10.2139/ssrn.3983010
Neto, F. A., da Silva, J. L. A., & Júnior, W. L. M. (2021). Global and Remote
Communication. Journal on Innovation and Sustainability RISUS, 12(2), 4-16.
https://doi.org/10.23925/2179-3565.2021v12i2p04-16
Neuber, L., Englitz, C., Schulte, N., Forthmann, B., & Holling, H. (2022). How work
engagement relates to performance and absenteeism: a meta-analysis. European
Journal of Work and Organizational Psychology, 31(2), 292-315.
https://doi.org/10.1080/1359432X.2021.1953989
Pancasila, I., Haryono, S., & Sulistyo, B. A. (2020). Effects of work motivation and
leadership toward work satisfaction and employee performance: Evidence from
Indonesia. The Journal of Asian Finance, Economics and Business, 7(6), 387-397.
https://doi.org/10.13106/jafeb.2020.vol7.no6.387
Paramita, S., & Carissa, R. M. (2018). Inter-ethnic communication barriers in Pontianak
City. Jurnal The Messenger, 10(1), 54-62.
http://dx.doi.org/10.26623/themessenger.v10i1.550
Park, Y. H. (2020). Career competencies and perceived work performance. The Journal of
Asian Finance, Economics and Business, 7(6), 317-326.
https://doi.org/10.13106/jafeb.2020.vol7.no6.317
Paudel, U. R., Parajuli, S., Devkota, N., & Mahapatra, S. K. (2020). What Determines
Cusomers‘ Perception of Banking communication? An Empirical Evidence from
Commercial Banks of Nepal. Global Economy Journal, 20(04), 1-21.
https://doi.org/10.1142/S2194565920500190
Rani, K. U. (2016). Communication barriers. Journal of English Language and
Literature, 3(2), 74-76. Retrieved from https://www.researchgate.net/profile/Usha82

Kumbakonam/publication/304038097_COMMUNICATION_BARRIERS/links/5764
1fd708aedbc345ecb7e2/COMMUNICATION-BARRIERS.pdf
Ren, H., Zhang, Q., & Zheng, Y. (2020). Impact of work values and knowledge sharing on
creative performance. Chinese Management Studies, 15(1), 86-98.
https://doi.org/10.1108/CMS-08-2019-0287
Sahin, S., & Yozgat, U. (2021). Work–family conflict and job performance: mediating role of
work engagement in healthcare employees. Journal of Management & Organization,
1-20. https://doi.org/10.1017/jmo.2021.13
Tenzer, H., Schulz, M., Klier, H., & Schwens, C. (2020). Sending expats or hiring locals?
The impact of communication barriers on foreign subsidiary CEO staffing. European
Journal of International Management, 14(5), 891-923.
https://doi.org/10.1504/EJIM.2020.109819
Tian, D. (2020). Construction of a water and game theory for intercultural
communication. International Communication Gazette, 83(7), 662-684.
https://doi.org/10.1177/1748048520921109
Tian, G., Wang, J., Zhang, Z., & Wen, Y. (2019). Self-efficacy and work performance: The
role of work engagement. Social Behavior and Personality: an international
journal, 47(12), 1-7. https://doi.org/10.2224/sbp.8528
Udaksana, I. M. A. W., Supartha, I. W. G., Wibawa, I. M. A., & Surya, I. B. K (2022)
Influence Of Empowerment, Work Environment and Work Attitude on The
Performance of Emergency Room Nurses. Quality-Access to Success, 187 (23), 150160. https://doi.org/10.47750/QAS/23.187.19
Varma, S. B., Abidin, N. S. Z., Amir, N., Sukimin, I. S., Nadri, H. N., & Rahmat, N. H.
(2021). Workplace Communication Hindrances: The Contextual, Structural and
Behavioural Factors. Journal of Academic Research in Business and Social
Sciences, 11(9), 1844-1855. http://dx.doi.org/10.6007/IJARBSS/v11-i9/11015
Vasilkova, V. V., & Мinina, V. N. (2019. Communicative Barriers in Practices of Providing
Public Services to Citizens. Социологические исследования, (1), 75-84.
https://doi.org/10.31857/S013216250003749-6
Yusof, A. N. A. M., & Rahmat, N. H. (2020). Communication barriers at the workplace: A
case study. European Journal of Education Studies, 7(10), 228-240. Retrieved from
https://oapub.org/edu/index.php/ejes/article/view/3299
Zadorozhnyi, Z. M., Ometsinska, I., & Muravskyi, V. (2021). Determinants of firm’s
innovation: increasing the transparency of financial statements. Maketing and
Management of Innovations, (2), 74-86. Retrieved from
https://essuir.sumdu.edu.ua/handle/123456789/84326

83

