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ABSTRACT

Managerial competences are crucial for
organizational strategic development. The
purpose of this paper is to investigate the
relationship and impact of communication
as managerial competence on managerial
effectiveness. Through a self-administered
questionnaire, the study collected data from
323 managers from 205 medium-sized and
large enterprises in Kosovo. The results
showed a positive impact of communication
as managerial competence on managerial
effectiveness. The study found that informal
communication had a significant impact
on organizational effectiveness, whereas
formal communication showed no statistically
significant results. These findings suggest
that managers in Kosovo’s dynamic business
environment may benefit from emphasizing
informal communication to improve decision-
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making and team collaboration. Additionally,
effective negotiation skills were found to
enhance managerial effectiveness. However,
the study's regional focus on Kosovo limits
the generalizability of these findings to other
cultural or economic contexts. Future research
could explore testing the model in different
countries and consider longitudinal studies to
better understand how communication styles
evolve over time.

Keywords: communication, managerial
competence, managerial effectiveness.
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1. INTRODUCTION

ompetencies of managers are crucial

for a company's success, as they
enable managers to develop and implement
effective strategies (Critchley, 2010). Among
these competencies, communication plays a
central role, facilitating information exchange
and decision-making within  enterprises
(Hellriegel et al., 2001, 2008, 2014).
Managers reportedly spend at least 80% of
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their working hours communicating (Daft,
2003), highlighting the strategic importance
of communication competence in enhancing
workplace efficiency.

Effective communication fosters clarity,
collaboration, and engagement among
employees and stakeholders (Armstrong
&  Stephens, 2008).  Communication
competence includes various skills such
as active listening, constructive feedback,
persuasive presentation, and effective written
communication. As organizations increasingly
recognize the power of communication in
driving performance (Erogluer, 2011 in Asamu,
2014), distinguishing between formal and
informal communication has gained scholarly
attention.

Formal communication follows structured
organizational  channels, ensuring the
systematic flow of official information such
as policies, goals, and procedures. These
communications may occur between superiors
and subordinates or among colleagues at the
same level. They are typically documented
and contribute to organizational coherence.
In contrast, informal communication occurs
spontaneously, fostering flexible, trust-based
interactions that often enhance collaboration
and problem-solving outside formal settings.
While formal communication is necessary
for structure and coordination, informal
communication is often credited with fostering
innovation, agility, and stronger interpersonal
relationships (Fay, 2011; Qiao & Wang, 2008;
Shirazi & Mortazavi, 2009).

The concept of managerial effectiveness
has been widely debated, with scholars
questioning what constitutes effectiveness
and how to measure it (Bamel et al., 2011;
Hamlin et al, 2011). Effective managers
demonstrate higher productivity and a greater
sense of responsibility (Abugre, 2014; Nwokah
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& Ahiauzu, 2008). According to Nair and
Yuvaraj (2000), a manager's ability to manage
people significantly impacts managerial
effectiveness. This study aims to investigate
the relationship between communication as
a managerial competence and managerial
effectiveness, particularly examining whether
informal communication is a stronger predictor
of effectiveness than formal communication.

Research Gap

Despite extensive studies on
communication and managerial effectiveness
globally, limited research explores this
relationship within transitioning economies
such as Kosovo. Existing studies often focus
on corporate environments in well-developed
economies, making it necessary to investigate
whether findings from other contexts apply to
Kosovo's managerial environment.

Why Kosovo?

Kosovo represents an underexplored yet
highly relevant context for studying managerial
competencies due to several factors:

- Arapidly growing private sector: The shift
from a centrally planned economy to a
market-oriented system has positioned
medium and large enterprises as key
drivers of economic development (World
Bank, 2022). Understanding managerial
competencies in this evolving context is
essential.

- A strong emphasis on informal
communication: Unlike highly structured

Western organizations, Kosovar
businesses rely more on informal
communication and interpersonal

networks for decision-making and
coordination. This raises questions
about whether informal communication
plays a more significant role in
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managerial effectiveness than formal
communication.

- SME-driven economy: The majority
of Kosovo’s enterprises are small and
medium-sized businesses (SMEs), where
managers often adopt flexible, informal
communication approaches to enhance
teamwork and efficiency. This study aims
to determine whether these informal
communication strategies contribute to
higher managerial effectiveness in such
enterprises.

- Leadership and workforce development
challenges: Despite an increasing
emphasis on modern management
practices, Kosovo’s organizations face
skill gaps and structural inefficiencies
(European Commission, 2020).
Understanding how communication
competencies influence managerial
effectiveness  can inform  better
leadership  training and  business
development policies.

- Limited empirical studies on managerial
competencies in Kosovo: While global
studies on managerial competencies
exist, there is insufficient research
addressing the impact of communication
styles on managerial effectiveness
in Kosovo’s transitioning economic
landscape. This study fills that gap by
empirically assessing how formal and
informal  communication  contribute
to managerial success in Kosovo’s
business sector.

Research objectives
This study aims to:

- Analyze the impact of communication as
a managerial competence on managerial
effectiveness in Kosovo.

- Assess whether informal communication
is a stronger predictor of managerial

effectiveness than formal
communication.
- Examine industry-specific differences

in how communication styles influence
managerial success.

Managerial effectiveness will be measured
using efficiency, timeliness, productivity,
and other operational metrics (Bamel et al.,
2011; Drucker, 2006). These dimensions
were selected because they directly reflect
the critical outcomes of managerial work in
dynamic environments like Kosovo's, where
performance is often evaluated based on
results-driven approaches.

This study seeks to contribute to the
understanding of communication’s role in
managerial effectiveness, providing insights
that can support leadership development and
organizational success in Kosovo.

2. LITERATURE REVIEW

2.1. The concept of competence

Competence is widely recognized as a set
of knowledge, skills, and abilities necessary
for high performance (Boyatzis, 1982; Stevens,
2013). Armstrong and Taylor (2015) further
emphasize that competence defines the
work tasks an individual must be capable of
performing. However, there is little consensus
on whether competence is primarily an
individual trait or a learned behavior shaped
by organizational culture and environmental
factors. While some studies (Steward & Brown,
2009) define competence as an inherent trait,
others (Ozcelik & Ferman, 2006) argue that
competence is largely developed through
experience and organizational learning.

This contradiction raises an important
question: Are managerial competences innate,
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or can they be cultivated through structured

learning and  organizational  systems?
Understanding this distinction is crucial, as
it influences managerial training approaches

and performance evaluation frameworks.

2.2. Managerial competences

From a managerial perspective,
competences can be identified according to
two main levels: organizational and managerial
competences.

Organizational competences belong to
the organization and are the processes and
structures that tend to remain within the
organization, even when managers leave
2006).
researchers (i.e.Cardy, Selvarajan,
2006; Soderquist and Papalexandris, 2010)

claim that there is a strong relation between

(Cardy and Selvarajan, However,

many

managerial and organizational competences.
This is mainly because organizations have
noticed that the use of managers' knowledge
is key to gaining sustainable competitive
advantage (Ozcelik and Ferman, 2006).

According to Boyatzis (2008), managerial
competences are the basic characteristics
of a person that can be a motive, trait, skill,
aspect of self-image or role or a set of
knowledge that he or she uses.

While the classifications of managerial
differ

competences depending on the
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researchers, some similarities have been
identified by previous studies as presented in
table 2.

The conceptualization of managerial
competences has evolved, with Boyatzis (1982)
pioneering the idea that they distinguish high-
performing managers. Later, Lado and Wilson
(1994) expanded this to include the ability to
acquire, develop, and deploy organizational
resources effectively. However, research
differs on whether managerial competences
are universal or context-dependent.

Universalist perspective: Hellriegel et al.
(2017) and Kbnigova et al. (2012) suggest
that managerial competences such as
communication, teamwork, strategic action,
and decision-making apply broadly across
industries and organizational structures.
Cardy
and Soderquist
that

managerial competences differ based on

Contextualist perspective:
(2006)

(2010) emphasize

and Selvarajan

& Papalexandris

organizational culture, industry, and socio-
economic conditions.

Given the unique socio-economic
environment of Kosovo, this study investigates
whether competence classifications from
Western-based literature hold true in this

regional context.
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Table 1. Classifications of managerial competences

Authors Year Managerial competences
Communication, competence, decision-making, humility and love, compassion, vision,
Lala 1986 L C )
teamwork, training, stamina, integrity, man-management, and courage.
intelligence, analytical skills, strategic skills, judgment and decision-making, risk-
Smart 1999 |taking, excellence, team player, communications, assertiveness, ambition, adaptability,
creativity, vision, and balance in life.
Pandit 2001 commltment, persistence, rlg'k-taklng, curiosity, difference, values, learning,
persuasiveness, focus, humility
Abraham et. al 2001 Iea_ldershlp skills, customer focus, result orientation, problem solver, communication
skills, and team leader
Bartkowiak 2003 operations management, financial management, information management, human
resource management
Chetpa 2003 | psychological characteristics, professional knowledge and skills
psychological characteristics, motivation, qualifications and intellectual skills, specific
Kuc 2003 ;
skills
Alrichs 2003 building relationships with others, building trust, building skills, building the company
brand
Walkowiak 2004 | professional, social
self-awareness, the ability to build group trust, the ability to communicate effectively,
) the ability to gain and maintain power and influence in an ethical manner, managing
Caproni 2004 . . . . i L o
relationships with subordinates and colleagues, managing cultural diversity, building
effective groups, career management
. education, knowledge of foreign languages, interpersonal skills, conceptual skills,
Kubik 2005 ) . . ) . .
diagnostic and analytical skills, technical skills
Rao 2007 | Job knowledge, hard work, effective communication skills, team skills, calmness
Ram Charan 2007 Ambltlon‘, appetite for learning, drive and tenacity, psychological openness, realism,
self-confidence
Elicl)irr)rll((;r:isaand 2008 | self-confidence, achievement-orientation, inspirational leadership, change catalyst
Qiao and Wang 2008 |team building, communication, coordination, execution, continual learning
Shirazi and 2009 responsiveness, proactiveness, effective communication, team building, negotiation,
Mortazavi and decisiveness
leadership experience, communication skills, flexibility, adaptability, presentation,
e reliability and responsibility, organizational skills, independence, self-confidence,
Konigova, ) Y . . L .
P 2012 | dynamic personality with an active approach to problem solving, negotiation skills,
Urbancova, Fejfar ) ) . ; L
analytical skills, stress management, ability to manage projects, loyalty, creativity,
accuracy, systems thinking skills, ability to make decisions
Kearney et al. 2013 |[leadership, strategic thinking, problem solving, interpersonal skills
Hellriegel et. al, 2017 Communication, planning and administration, teamwork, strategic action, global

awareness, and self-management

Source: (Kénigova, Urbancova, Fejfar, 2012; Kearney et al. 2013; Bhardwaj, 2016; Hellriegel et. al. 2017).
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Table 2. Similarities of Managerial Competences among researchers
Managerial Authors
competences

Communication

Lala, 1986; Smart, 1998; Abraham et. al.2001; Rao, 2007; Qiao and Wang, 2009; Shirazi
and Mortazavi, 2009; Kdnigova, Urbancova, Fejfar, 2012; Hellriegel et. al. 2017

Decision-making

Lala, 1986; Smart, 1998

Vision

Lala, 1986; Smart, 1998

Group work

Lala, 1986; Abraham et. al. 2001; Hellriegel et. al.2017

Analytical skills

Smart, 1998; Konigova, Urbancova, Fejfar, 2012

Risk-taking Smart, 1998; Pandit, 2001
Perseverance Smart, 1998; Pandit, 2001
Suitability Smart, 1998; Konigova, Urbancova, Fejfar, 2012
Creativity Smart 1998; Kdnigova, Urbancova, Fejfar, 2012

Solving problems

Abraham et. al. 2001; Kearney et al.2013

Self-confidence

Ram Charan, 2007; Hopkins and Bilimoria, 2008; Kdnigova, Urbancova, Fejfar, 2012

Negotiate

Shirazi and Mortazavi, 2009; Kdnigova, Urbancova, Fejfar, 2012

Leadership

Abraham et. al. 2001; Konigova, Urbancova, Fejfar, 2012; Kearney et al.2013

Source: authors’ compilation

2.3. Communication as a managerial communication styles affect managerial
competence outcomes in varying contexts.
The existing literature  extensively Communication competence refers to
recognizes communication as a core the effective transmission of |r.1format|on
. ] from one person to another (Ferreira, 2006).
managerial competence; however,

inconsistencies emerge regarding the relative
impact of formal and informal communication.
While Hellriegel et al. (2017) emphasize the
significance of formal communication in
managerial effectiveness, studies by Fay (2011)
and Fay & Kline (2012) indicate that informal
communication may be more influential in
decision-making and organizational cohesion.
Research by Tenhidld & Salvador (2014)
and Tang & Thomas (2015) further suggests
that while formal communication ensures
information accuracy, its impact on managerial
effectiveness is limited when rapid responses
are required. These contradictions highlight
the necessity of examining how different
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Managers must foster communication
between themselves and a diverse workforce
(Steyn & Steyn, 2006; Steyn, De Klerk &
Steyn, 2006). A manager is considered
an effective communicator if a message
is accurately understood by the recipient
(Kinicki & Williams, 2006; Manxhari, 2013).
While previous research widely acknowledges
communication’s role in management, the
relative importance of formal vs. informal
communication remains debated.

Formal vs. Informal communication: A
contradictory debate

Hellriegel et al. (2017)
communication into formal
documented) and informal

classify
(structured,
(spontaneous,
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flexible) modes, suggesting both are
critical. Fay (2011) argues that informal
communication is often more impactful in
enhancing teamwork and decision-making, as
it fosters stronger relationships, adaptability,
and trust. In contrast, Lala (1986) and Smart
(1999) highlight that formal communication
ensures clarity, accountability, and structured
decision-making. This inconsistency raises a
key question: Which form of communication
has a greater impact on managerial
effectiveness?

Why might informal communication be
more impactful?

Several studies suggest that informal
communication has greater strategic value in
dynamic work environments:

- Adaptive leadership: Managers who
engage in informal discussions can
quickly gather insights, leading to faster
decision-making and crisis management
(Qiao & Wang, 2008).

- Trust-building: Informal communication
fosters employee engagement
and collaboration, improving team
productivity (Shirazi & Mortazavi, 2009).

- Flexibility & Innovation: Unlike rigid formal
communication, informal exchanges
encourage creative problem-solving
(Kénigova et al., 2012).

Formal communication

Based on these insights, this study
hypothesizes that informal communication is a
stronger predictor of managerial effectiveness
than formal communication. The findings
will contribute to the existing literature by
clarifying whether formal communication's
structured nature is a barrier or an enabler in
managerial contexts.

2.4. Dimensions of communication as
managerial competence
According to Hellriegel et al. (2008, 2014,
2017), communication competence includes
the following dimensions:

a) Formal communication
b) Informal communication; and
c¢) Negotiation

Importance of communication in
managerial competence

Communication is increasingly recognized
as a strategic managerial competence,
playing a crucial role in organizational
effectiveness. Studies by Cejas Martinez et
al. (2024), Watanabe et al. (2024), Korkmaz
and Zorlu (2021), and Bucdta and Rizescu
(2017) highlight its impact on leadership,
collaboration, and adaptation to changing
work environments.

Cejas Martinez et al. (2024) emphasize
that communication is not merely a secondary
function but a core strategic tool in managing
change, fostering team collaboration, and

Informal communication

A2

Communication

Negotiation

A2

A2

Figure 1. Dimensions of communication as a managerial competence (observed variables)
Source: Hellriegel et al. (2008, 2014, 2017)
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strengthening  stakeholder  relationships.
Similarly, Watanabe et al. (2024) examine
how organizations have adapted informal
communication in remote work environments,
highlighting the

maintaining

role of digital tools in

effective  team  cohesion.
Their findings underscore the resilience of
communication practices despite physical
barriers.

Korkmaz and Zorlu (2021) explore the
role of leadership in shaping organizational
communication strategies, arguing that both
formal and informal communication are
essential for effective decision-making and
collaboration. Leaders act as facilitators,
ensuring the smooth flow of information
and fostering an environment where both
structured and

spontaneous exchanges

contribute to organizational effectiveness.
Bucata and Rizescu (2017) further reinforce
the significance of managerial communication
skills, demonstrating how clear and consistent
communication enhances trust, motivation,

and overall team performance.

Communication in remote and virtual teams

The shift
introduced new challenges and opportunities
for communication. Research by Cramton
and Orvis (2020) and Leonardi and Treem
(2019) explores the complexities of informal
They
tools

towards remote work has

communication in virtual teams.
highlight the

and managerial

necessity of digital
interventions to facilitate
spontaneous interactions and sustain team

cohesion. Marlow, Lacerenza, and Salas
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(2018)
informal communication in virtual settings,

propose strategies for enhancing
such as implementing virtual "watercooler"
moments and utilizing collaborative platforms
to maintain team engagement.

This body of
highlights that while formal communication

research collectively
ensures clarity and accountability, informal

communication plays a critical role in
fostering trust, adaptability, and innovation.
Given these insights, this study further
examines how different communication styles
influence managerial effectiveness in varying

organizational contexts.

2.5. Managerial effectiveness

Managerial effectiveness refers to a
manager's ability to achieve organizational
goals efficiently (Buter, 2012; Certo & Certo,
2012; Hatten, 2012). Effective managers
utilize resources strategically, adapting to
complex situations and selecting appropriate
approaches to accomplish work objectives

(Rana et al., 2011; Yukl, 2010).

Perspectives on managerial effectiveness
Research presents two key perspectives

on what drives managerial effectiveness:
The Traditional (2006)

emphasizes structured managerial processes,

View: Drucker

including formal communication, planning, and
documentation, as essential for effectiveness.

The Contemporary Perspective: Rana et al.
(2011) and Yukl (2010) argue that adaptability,
informal communication, negotiation skills,
and relationship-building are increasingly vital
in dynamic work environments.

Economic Alternatives, Issue 2, 2026
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Research focus

This study examines whether structured
managerial processes or informal leadership
behaviors are stronger predictors of
managerial effectiveness. Specifically, it aims
to evaluate the role of informal communication
in enhancing managerial success within the
Kosovar context.

2.6. Parameters of managerial
effectiveness

Analoui et al. (2010) identified eight
parameters of managerial effectiveness
including: managerial perception; skills and
knowledge; organizational criteria; motivation;
requirements and difficulties; choices and
opportunities; inter-organizational relations;
and the dominant philosophy of management.

Drucker (2006) identified eight factors
of managerial effectiveness: identification
of need; familiarity with organizational
culture and climate; development of action
plans; responsibility for decisions; effective
communication;  taking  advantage  of
opportunities; productive meetings; and group
work.

The University of California (2005)
identifies five classifications of measurement
dimensions for managerial effectiveness.
These dimensions include efficiency;
effectiveness; quality management; the time
limit for performing the work; and productivity.

To represent managerial effectiveness,
Leslie et al. (2002), consider five dimensions:

leadership; interpersonal relationships;
initiative; success orientation; and judgment
rate.

Bamel et al. (2011) identify the four
dimensions of managerial effectiveness as:
productivity; suitability; quality management;
and flexibility. Abdul-Azeem and Fatima
(2012) identified the dimensions of managerial

effectiveness as: leadership; change
management; creativity and innovation;
relations  with  customers;  efficiency;
and effectiveness. Based on theoretical

considerations, the dimensions of managerial
effectiveness that are included in the current
research in the context of Kosovar managers
are adapted according to the authors Bamel
et al. (2011); Abdul-Azeem and Fatima (2012);
as well as according to the approach of
the University of California (2005), more
specifically: effectiveness,
quality management, timeliness of work and

efficiency,

productivity.

2.7 Proposed research model

To provide an assessment related to
managerial effectiveness, the set of variables
of the communication dimension were
examined such as: formal communication,
informal communication and negotiation, which
will measure communication. Communication
as a managerial be a
cumulative variable that will help assess how
it will affect managerial effectiveness.

competence will
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Independent variable

y

Formal communication

Informal communication

Negotiation
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Dependent variable

J

Managerial
effectiveness

- Efficiency.

- Effectiveness.

- Quality management.
- Timeliness of work;
and

- Productivity

Figure 2. Conceptual scheme of the proposed model
Source: own research, adapted from the model of Hellriegel et al. (2008; 2014; 2017)

3. RESEARCH METHODOLOGY

Measuring managerial effectiveness

The study employs a Likert scale to
assess managerial effectiveness, focusing
on efficiency, timeliness, and productivity—
key dimensions relevant to Kosovo’s evolving
economy. Efficiency evaluates resource
utilization, timeliness measures the ability
to meet deadlines and adapt to changes,
while productivity assesses managerial
contributions to organizational output.

Data collection methodology

Initially, questionnaires were distributed
via email, but due to a low response rate,
the approach shifted to personal delivery.
While this method improved response rates, it
may have introduced sampling bias, as more
engaged or available managers were likelier
to participate. Additionally, direct interaction
may have influenced responses, potentially
skewing data toward certain managerial styles
or organizational perspectives.

456

Organizational scope and differences

The study focuses on medium and large
enterprises, recognizing potential differences
in managerial structures and communication
styles. Medium-sized firms often rely on
informal communication, whereas large
enterprises emphasize structured, formal
channels. Analyzing these differences will
provide insights into how organizational
size affects the role of communication in
managerial effectiveness.

Research design and sample

An explanatory research design is used
to examine causal relationships between
managerial competencies and effectiveness
(Sue & Ritter, 2012). The study collected
data from managers of medium and large
enterprises listed in Kosovo’s Business
Registration Agency. After an initial emalil
distribution and reminder, a total of 410
questionnaires were personally delivered to
managers at three organizational levels:

Economic Alternatives, Issue 2, 2026
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Table 3. Distribution of questionnaires in Medium-Sized and Large Enterprise

Type of Number of enterprises | Number of questionnaires addressed Number of questionnaires
enterprise selected for the sample to managers for each enterprise distributed to managers
Med|um-8|zed 174 9 348
Enterprises
Large 31 2 62
Enterprises
Total 205 / 410
Source: authors compilation
Table 4. Operationalization of variables
Tvoe of Method of
v_p Variables Dimensions References / Supporting literature measurement
variables i
(Likert scale)
Formal communication ng?gal.aciigxadzo(zbgm4); Tang & Thomas, Ordinal
( ) im, ( ) measurement
Informal Fay, (2011); Fay & Kline, (2012); Glower, (2011); | scales
Independent Communica- | communication Hellriegel et al., (2005)
variable tion Ertel, (2000); Kellogg et al., (2002); Romano, | '~ '°W*,23' below
Negotiation (2002); Hellriegel et al., (2005); Thompson, averagei 4 ) b
g (2005); De Pauw et al., (2010); Galinsky dhe average; ; . ﬁ "h"e
MuBweiler, (2001); Park et al., (2013) average; 5 - 1g
Bamel & Rastogi,( 2015); Sharma, Rastogi & %r::s]ilrement
Efficiency; Garg, (2013); Talati & Sanghvi, (2012; Drucker, scales
) Effectiveness; Quality | (2006); Stewart, (1991); Mott, (1971); Katz,
Dependent Managerial ; ) g ) AP o
variable effectiveness management; The time | (1974); Analoui, (2010); University of California 1-low: 2 - below
limit for performing the | (1994); Leslie et al. (2002); Bamel et al. (2011); avera e 3.
work; and Productivity | Low, (2000); Zheng, (2010); Heilman & Kennedy g !
_ Philips, (2011) average; 4 - above
ps, average; 5 - high
Harris & Leberman, (2012); Morosini, (2005); Nominal
Gender Female. Ely et al., (2011); Vinnicombe & Singh, (2003); measurement
Male Eagly, (2007); Eagly & Carli, (2007); McKinsey & | scales/(Dummy)
Company, (2016); Moreno-Colom, (2015) 1 - Female; 2 — Male
Control Nominal
variables measurement
Managerial | Top; Middle; and LoWer | ool ot a1 (2014: 2017); Lussier, (2003) | SCAS /(Dummy)
level management 1 - Strategic;
2 - Tactical; 3 -
Operational

Source: authors’ compilation
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Top-level managers: Responsible
for strategic decisions and long-term

organizational goals.
Middle-level managers: Oversee tactical
implementation and ensure progress toward

objectives.

First-level ~managers: Handle daily
operations and facilitate communication
within teams.

3.1. Data processing

Following the data checking and cleaning
process, out of 410 distributed questionnaires
only 324 of them turned out to be valid for
further analysis. The complete questionnaires
their
processing and the presentation of statistical

were coded, to enable statistical

analyses.

3.2. Study variables

Managerial effectiveness was set as the
dependent variable, while communication
(formal; informal; negotiation) as independent
variables and gender and managerial levels

were controlled variables.

Independent variables

Contemporary Trends and Challenges to Enhance
Managerial Effectiveness through Effective
Organizational Communication

3.3. Construction of the econometric
model

The study used the regression model of
"Order of Least Squares" which was built
based on the variables presented in table
6. The model determines the nature of the
relationship between the dependent and
independent variables. The functional form
of this method, according to Ernst & Albers
(2017), is presented with the following formula:

Y = B0 + B1X1 + B2X2 + ... + BkXk+ €

where:

Y - dependent variable

Xk - independent variables

Bk - the respective parameters for each
variable

€ —error margin

Based on the collected data, the following
linear model was used as proposed by
Sarstedt & Mooi (2014), Ernst & Albers (2017):

Y=B0+BX+e¢

where:

B0 =constant term

Y = dependent variable

X = X1, X2, X3...Xn, vector of independent
(explanatory) variables

Dependent variable

Communication

- Formal communication
- Informal communication
- Negotiation

Managerial
Effectiveness

Figure 3. Conceptual framework of linear regression
Source: Authors’ compilation
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B = B1, B2, coefficients of independent
(explanatory) variables
€ = error term

The simple linear regression models
applied in the study are:

1. for the managerial
communication:

competence of

EM = BO + BIMCCOM + ¢

where:

EM = Managerial Effectiveness (dependent
variable)

BO = constant term.

B1 = coefficient of communication as
managerial competence

MCCOM = Communication
4. RESULTS AND DISCUSSION

4.1 Demographic information of
respondents

The majority of respondents (66%)
included in the study were male while the
female counterparts comprised 34%. Overall,
the respondents were well-educated; 47%
held a master degree and 31% were university
graduates. Forty-one percent held operational
management positions, while 35% included
top management representatives as presented

in table 5.

TABLE 5. Respondents’ demographic information

Category Nr. of Respondents %
Female 109 33.6
Gender Male 214 66.4
Total 323 100
20-29 75 23.15
30-39 123 38.27
40-49 67 20.68
Age
50-59 47 14.51
Over 60 11 3.40
Total 323 100
Top 113 34.9
Middle 76 231
Level of management
Lower 134 414
Total 323 100
Bachelor 100 30.9
Masters 151 46.9
MBA 7 2.2
Level of Education
PhD 2 .6
Other 63 194
Total 323 100

Source: authors’ analysis
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4.2. Sectors of organizations

As presented in table 6, 13% of the
managers included in the study were
representatives of public organizations, 84.9%
private institutions and 1.9% public-private
partnerships.

4.3 Size of organizations

The size of organizations was measured
based on the number of employees; 289
managers or 89.2% were from medium-sized
enterprises, while 35 or 10.8% came from
large enterprises.

4.4. Communication as managerial
competence affects managerial
effectiveness

To measure  whether  managerial
effectiveness depends on communication as
managerial competence, the linear regression
method was used and the statistical model
predicting managerial effectiveness from
formal and informal communication was
constructed as follows:

Managerial effectiveness=p0+31*

Formal communication +p2*

Informal communication +B3*Negotiation

The results showed that communication
as a managerial competence has significant
correlation with managerial effectiveness (R=
0.341; p=0.001). The results of the ANOVA test
have also shown positive correlation between
the two variables.

In order to predict the possible value
for managerial effectiveness, the data are
presented in table 10.

Formal communication is (B= .08; t=
1.739; p=. 0.083), which shows that it is not
statistically significant, since the significance
value is 0.083, which is greater than the
determining criterion for acceptance < 0.005.

Unlike informal communication (B=.141;
t=2.773; p=0.004) and negotiation (=0.502; t=
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10.469; p= 0.000), which showed statistically
significant  correlation  with  managerial
effectiveness, formal communication (B= .08;
t= 1.739; p=. 0.083) does not significantly
affect managerial effectiveness.

Therefore, based on the results, managers
in such organizational settings should use both
formal and informal communication in order to
enhance their managerial effectiveness which
ultimately may result in better organizational
performance.

The study found that formal communication
did not have a statistically significantimpact on
managerial effectiveness (B = .085, p = .083),
which contrasts with expectations set by other
studies, such as that of Hellriegel et al. (2017),
which emphasizes formal communication.
One possible explanation for this could be the
highly informal organizational culture present
in Kosovo's medium-sized enterprises,
where personal relationships and informal
communication methods may be more deeply
ingrained. These types of organizations, often
characterized by smaller teams and a flat
structure, may find formal communication
redundant. Managers in Kosovo might rely
more on informal communication channels,
which provide flexibility, faster responses,
and foster trust, especially in decision-making
processes.

Additionally, in transitioning economies
like Kosovo, formal communication might be
perceived as too rigid or bureaucratic, which
can slow down decision-making processes,
especially in situations that require quick,
adaptive responses. As many of the
enterprises in this study were medium-sized,
the hierarchical gap is smaller, which might
reduce the reliance on formal, structured
communication, further  explaining the
insignificance of formal communication in this
context.
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Table 6. Type of organization and number of managers

Sector of organizations Nr. of managers Percentage

Public 42 13.0
Private 275 84.9
Public-Private 6 19
Other 1 3
Total 324 100.0

Source: authors’ analysis

Table 7. Size of the organization
Company size Nr of managers Percentage

Medium-sized enterprise 289 89.2
Large enterprise 35 10.8
Total 324 100.0

Source: authors’ analysis

Table 8. Model Summary
Model R R Square Atgusted R lShtd.EE;.ror ctnf
uare eEstimate | gz cpange FChange | dff | di2 |Sig.F Change
1 .584* 341 .335 77692 341 54.811 3 318 .001

a. Predictors: (Constant), Negotiation, Formal Communication, Informal Communication

Source: authors’ analysis

Table 9. ANOVA?
Model Sum of Squares df Mean Square F Sig.
Regression 99.253 3 33.084 54.811 .001°
1 |Residual 191.947 318 604
Total 291.201 321

a. Dependent Variable: Managerial Effectiveness
b. Predictors: (Constants), Negotiation, Formal Communication, Informal Communication

Source: authors’ analysis

Table 10. Coefficients?

Unstandardized Coefficients Standardized Coefficients
Model t Sig.
B Std. Error B
(Constant) 1.411 A4 10.041 .001
] Formal communication .072 041 .085 1.739 .083
Informal communication A7 .042 A41 2.773 .004
Negotiate .395 .038 502 10.469 .000

a. Dependent Variable: Managerial Effectiveness

Source: own research
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These findings align with prior studies that
show that in less hierarchical, more informal
settings, formal communication is less
critical compared to informal, interpersonal
communication methods (Fay & Kline, 2012;
Qiao & Wang, 2008).

Compare findings with those of similar
studies. Unlike the findings of Hellriegel
et al. (2017), which emphasize formal
communication, this study indicates that
informal communication plays a more
significant role in enhancing managerial
effectiveness.

The results of this study contrast with
previous research like that of Hellriegel
et al. (2017), which emphasizes formal
communication as a critical managerial
competence. In contrast, this study found that
informal communication has a statistically
significant impact on managerial effectiveness
(B = 141, p = 0.004), suggesting that in
Kosovo’s medium-sized enterprises, informal
channels play a much more critical role in
managerial effectiveness.

Additionally, research by Fay (2011) and
Qiao & Wang (2008) also highlights the
importance of informal communication in
enhancing team cohesion, quick decision-
making, and problem-solving, which can
explain why informal communication was
more effective than formal communication in
this study’s context.

The papers by Watanabe et al. (2024),
Cramton et al. (2020), Leonardi et al. (2019),
and Marlow et al. (2018) contribute valuable
insights into the evolving dynamics of informal
communication, particularly in remote and
virtual teams, and highlight the pivotal role of
Information and Communication Technologies
(ICTs) in facilitating effective communication.
Each of these studies provides a unique
perspective on how informal communication
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has been managed, transformed, or supported
in organizational settings, particularly in
response to the increased reliance on remote
work due to global events like the COVID-19
pandemic.

Given the findings of this study, which
suggest that informal communication is a
stronger predictor of managerial effectiveness
than formal communication, the study has
several practical implications for managers
and organizations in Kosovo, and potentially
in similar transitioning economies:

Training in Informal Communication:
Managers in Kosovo’'s SMEs might benefit
from training programs that enhance their
ability to communicate informally, facilitating
better relationship-building, team cohesion,
and trust within their teams. This training could
focus on active listening, feedback skills, and
interpersonal communication, all of which are
critical in informal settings.

Training in Negotiation Skills: Given that
negotiation was also found to significantly
impact managerial effectiveness (B = 0.502,
p = 0.000), it is essential for managers to
develop strong negotiation skills. Negotiation
training could help managers navigate difficult
situations and make decisions in a way that
is more collaborative and consensus-driven,
which is valuable in informal, fast-paced
environments where collaboration is crucial.

Fostering informal communication
channels: Organizations could focus on
fostering informal communication channels
such as team-building activities, regular
informal meetings, and collaborative platforms,
which encourage open dialogue among
managers and employees. This would not only
improve communication but also enhance
managerial effectiveness by fostering a sense
of belonging and engagement.
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CONCLUSION

The aim of this study was to analyze
the relationship between communication as
a managerial competence and managerial
effectiveness. Data were collected from 323
managers across 205 medium-sized and large
enterprises in Kosovo, spanning both public
and private sectors. Using an explanatory
research design, the study sought to explore
causal relationships between communication
competences (formal, informal, and negotiation
skills) and managerial effectiveness.

The findings indicated that informal
communication has a significant impact on
managerial effectiveness (B = .141, p = 0.004),
while formal communication was found to be
insignificant (B = .085, p = 0.083). Additionally,
negotiation skills were shown to play a major
role in enhancing managerial effectiveness (B
= 0.502, p = 0.000), suggesting that managers
who excel in informal communication and
negotiation are more likely to drive positive
organizational outcomes.

However, the study's findings should be
interpreted in light of several limitations:

The regional focus on Kosovo may limit
the generalizability of the findings to other
countries with different economic or cultural
contexts.

The sampling bias introduced by the shift
from email distribution to personal delivery
of questionnaires could have affected the
representation of managerial styles or
organizational perspectives.

The study's cross-sectional design
means that causal relationships between
communication styles and managerial
effectiveness ~ cannot  be  definitively
established over time. A longitudinal design
would be beneficial for understanding how
these dynamics evolve.

Based on the findings, this study suggests
the following concrete recommendations for
organizations:

Communication training programs:
Organizations should conduct specialized
training programs focused on developing
informal communication and negotiation
skills. This can enhance managers’ ability to
foster trust, build stronger relationships with
employees, and improve decision-making in
dynamic environments.

Encourage informal  communication:
Managers should encourage the use of
informal communication channels (e.g., face-
to-face discussions, informal team meetings, or
open-door policies) to promote collaboration,
quick decision-making, and adaptability.
These informal channels have been shown to
improve managerial effectiveness and team
performance in transitioning economies like
Kosovo.

Negotiation skill development: Training
in negotiation skills should be a priority
for managers, as negotiation was shown
to  significantly  influence  managerial
effectiveness. These skills enable managers
to navigate complex situations, make strategic
decisions, and lead effectively during
organizational changes.

Future research could explore the following
avenues to build on the findings of this study:

Testing the model in different cultural or
organizational contexts: Since this study was
conducted in Kosovo, it would be valuable
to replicate the model in other cultural or
organizational settings, especially in different
types of economies (e.g., developed vs.
developing) to determine the universality or
context-specificity of the findings.

To further investigate the causal
relationship between communication styles
and managerial effectiveness, future studies
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should consider a longitudinal design. This
approach would allow for tracking changes
over time and provide more robust insights into
how communication influences managerial

performance.
Given that the study focused on both
medium and large enterprises, future

research should consider a more detailed
comparative analysis between these two
types of organizations to assess whether
the role of communication varies based on
organizational size, structure, and complexity.
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