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Abstract
This study trays to investigate communication satisfaction: The case of Ethiopian Ministry of

Defense. A Systematic random sampling method was employed to collect communication
satisfaction survey questionnaires from the Ministry of Defense military staff. 201 study
participants that are from different rank groups, including senior officers, junior officers, and
other ranked officers, participated, and for triangulation, in-depth interviews were conducted by
using the purposive sampling method. Descriptive statistics, t-test, correlation, ANOVA, post hoc
comparisons, Cross-tabulation and regression analyses were employed to analyze and interpret
the SPSS data. The mean value of the result communication satisfaction of the study showed
that the overall mean score across all dimensions is 5.074, which marginally exceeds the
conceptual midpoint and shows a generally moderate level of communication satisfaction
among military staff of EMoD. Formal channels of communication are the most effective within
the EMoD. Additionally, the SPSS statistics results show that, of the 201 study participants,
60.0% of the military personnel of EMoD are satisfied in their jobs. However, the other 31.3%
of military personnel are experiencing dissatisfaction in their jobs. The correlation analysis
indicates that there is a significant positive relationship between job satisfaction and
communication satisfaction. Although there is a statistically significant positive correlation
between communication satisfaction and supervisor, subordinate, formal, and informal
communications. The cross-tabulation analysis, ANOVA test, and post hoc comparisons results
indicate notable differences in communication satisfaction across military ranks in the EMoD.
Senior officers have significantly higher satisfaction levels compared to junior officers and
other ranks. The multiple linear regression analysis results indicate that subordinate

communication is the strongest determinant (predictor) of communication satisfaction.

Key Words: Communication Satisfaction, Organizational Communication, Job Satisfaction,
Communication Dimensions
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CHAPTER ONE

1. INTRODUCTION

This first chapter, structured into several sections, includes the following subtitles: background
of the study, statement of the problem, research questions, general and specific objectives,

significance of the study, organization of the thesis, and limitations of the study.
1.1. Background of the Study

Organizational communication is essential for employees’ day-to-day tasks and for any
organization. Organizational communication describes how information is exchanged within an
organization. It includes both formal and informal interactions among teams, management, and
staff. This communication is vital for daily operations as well as for guiding strategic planning
and forming the organization's identity. It can be understood as a process that supports the
growth of organizations by facilitating the creation and influence of events. This process
involves several key elements: people, messages, meanings, purposes, and the overall

communication flow (Shockley-Zalabak, 2009).

Communication is of fundamental importance in the operation of all organizations, and
knowledge of the efficiency of the general communication system is vital to achieve high levels

of organizational effectiveness (Greenbaum, Clampitt, & Willihnganz, 1988).

Both in public or private sectors, the ability of an organization to transmit information clearly
and effectively among its employees are fundamental to achieving its goals. Nakra (2006) stated
that, informed organizations and their communication personnel have realized that effective
communication relates directly to the employees' ability, motivation, and commitment on the job.
It serves as the backbone for coordination, decision-making, and the overall functioning of any

organization.

Many studies have highlighted the importance that communication has for the success of an
organization and have shown that quality of communication in organizations is associated with
employees' job satisfaction and motivation (Orpen, 1997). Communication is not just about the

exchange of information; it is also about increasing relationships, building trust, and creating a



positive organizational culture. Accordingly, how satisfied employees are with the
communication channels, processes and outcomes within their organization has emerged as a

significant area of study in organizational behavior and management.

According to Rajhans, (2012), states that internal communication delivers essential information
to employees regarding their roles, the organization, the external environment, and interpersonal
relationships within the workplace. Furthermore, communication is a driving force in fostering
motivation, establishing trust, cultivating a collective organizational identity, and enhancing
employee involvement. It also serves as a medium for individuals to express emotions, articulate

goals, and celebrate achievements.

However, many organizations in our country, especially government organizations, are not
focused on measuring communication satisfaction. During my time as a senior communication
expert in the Ethiopian Ministry of Defense (EMoD), | observed that communication satisfaction
among military personnel has not been widely studied. Additionally, my motivation for this
research stems from a deep-seated interest in the role of communication within well-structured
organizations, particularly in high-stakes environments such as the military. In this paper the
researcher studied the communication satisfaction of military staff at the Ethiopian Ministry of

Defense.

The history of the Ethiopian Ministry of Defense dates back to its establishment in 1907,
following the Ethiopian-Italian War at Adwa. The ministry was founded by Emperor Menelik 11,
a prominent ruler who played a key role in modernizing Ethiopia and defending its sovereignty
during the late 19th and early 20th centuries. Fitawrari Habte Giyorgis was appointed as the first
Minister of Defense (Bahru , 2001).

After the period of Italian occupation (1936-1941) the second Ethiopian-Italian War Emperor
Haile Selassie, who had been restored to the throne, re-established the Ministry of War in 1942.
Emperor Haile Selassie reinstated the Ministry and appointed Ras Abebe Aregai as its Minister
(Perham, 1969).

Following the “February Revolution” of 1974, the Ethiopian Defense Forces underwent
significant modernization, marked by substantial qualitative and quantitative enhancements.

However, by May 1991, the Revolutionary Army was replaced by a coalition of rebel forces

2



known as the Ethiopian People's Revolutionary Democratic Front (EPRDF). As the command
and control structures of the army disintegrated, the EPRDF demonstrated no interest in

preserving it as a national defense force (Tariku, 2022).

According to Tariku (2022), between 1991 and 1995, the EPRDF army served as the de facto
defense force of Ethiopia's transitional government. In 1996, through Proclamation No. 27/1996,
it was formally established as the Ethiopian National Defense Force (ENDF). This restructuring
incorporated personnel from other organizations, along with a limited number of individuals
from the former Revolutionary Army, marking a significant institutional transformation in the

country's military framework.

The Defense Force of the Federal Democratic Republic of Ethiopia (FDRE) was founded in 1995
following the country's Constitution, specifically Article 87/3 which explicitly states that “The
armed forces shall protect the sovereignty of the country and carry out any responsibilities as
may be assigned to them under any state of emergency declared in accordance with the
Constitution (FDRE Constitution, 1995 p, 32).”

The Ethiopian Minister of Defense is headed by a civilian Minister of Defense, currently headed
by Aisha Mohammed Mussa (Engineer), who oversees a broad range of departments and
organizations. “The Defense Force of the Federal Democratic Republic of Ethiopia shall consist
of Ground Force, Air Force, Naval Force and Special Operations Force, and may include, as
necessary, Space and Cyber Forces (Federal Negarit Gazette, 2019).” On the other hand, the
establishment of Defense Force proclamation number 27/1996 article 6 number 2 affirmed “Any
membership of the defense force who is in active duty shall be trained to develop his/her skill
and knowledge in accordance with the individual competences and organizational interest
(Federal Negarit Gazetta, 1996 p, 146).”

1.2. Statement of the Problems

Communication satisfaction plays a crucial role in organizational effectiveness. Measuring
communication satisfaction provides important understanding of how organizational
communication functions and its effectiveness within a company. Internal communication
satisfaction significantly impacts both organizational effectiveness and employee job

satisfaction. Cabrido and Cuevas-Rafiada (2020) emphasize that effective communication is

3



essential for setting clear expectations, enabling employees to comprehend their job, and

fostering strong relationships among members of the organization.

High communication satisfaction is associated with numerous positive outcomes, including
increased employee engagement, higher job satisfaction, improved performance, and lower
turnover rates. In contrast, communication dissatisfaction can result in misunderstandings,
decreased morale, and a decline in organizational efficiency. Furthermore, there is consistent
evidence suggesting that low job satisfaction leads to absenteeism, reduced organizational

commitment, higher turnover rates, and increased stress (Winska, 2010).

According to Mengesha and Commons (2006), Ethiopian reform documents would demonstrate
that the reform does not actually acknowledge the need for internal communication as a

component of any meaningful reform.

This study aims to address a significant gap in the existing literature by exploring the internal
communication satisfaction of military personnel at the Ethiopian Ministry of Defense (MoD)
HQ. Having served as a senior communication expert within the Ethiopian MoD HQ for the past
two years, | have observed a notable lack of attention to the measurement and evaluation of
internal communication satisfaction among military staff. Despite various organizational reforms
implemented over the past five years, the MoD HQ has not sufficiently prioritized measuring and

evaluating the internal communication satisfaction of its military personnel.

Many studies have been conducted on various topics such as employee satisfaction, job
satisfaction, organizational communications, and organizational commitment across different
sectors, including public service organizations, education, and healthcare, in Ethiopia, Africa,
and globally. These studies aim to assess employee satisfaction and the factors that influence
employee attitudes and behaviors within these sectors. Researchers have specifically focused on
understanding how communication satisfaction impacts job satisfaction and organizational
commitment, while others have assessed the level of communication satisfaction in overall

employee engagement and performance.



Studies include Yirgalem (2022), which assessed communication satisfaction at the Ethiopian
Postal Service Enterprise, and the study focused on evaluating the relationship between job
satisfaction and communication satisfaction. Fikru (2014) examined organizational
communication satisfaction at the Oromia Regional State Government Communication Affairs
Bureau. Buzuayehu (2019) focused on employees' organizational communication satisfaction at
the Jimma Zone Government Communication Affairs Office. Most studies in Ethiopia, including
this one, have focused on Addis Ababa, with the exception of Buzuayehu (2019), study titled
“Employees’ Organizational Communication Satisfaction: Jimma Zone Government

Communication Affairs Office.”

Amanuel (2013) attempted to develop a hybrid quantitative audit of organizational
communication satisfaction for collectivist contexts, using Amos Graphics for structural equation
modeling in his doctoral dissertation, Development and Validation of a Hybrid Measure of
Organizational Communication Satisfaction (University of South Africa). However, his study
did not focus on military personnel, and the context of collectivism differs significantly from the
military specific focus of this research.

Unlike these studies, which primarily focus on assessments, this study aims to provide a deeper
investigation and analysis of communication satisfaction specifically within the context of
military personnel at the Ethiopian Ministry of Defense HQ in Addis Ababa. This study,
Investigation into communication satisfaction: the case of the Ethiopian Ministry of Defense,
differs from both local and international studies conducted by other researchers.

Organizationally, this study focuses on military organizations a topic that has not been
extensively researched in Ethiopia or across Africa. Methodologically, this study delves into the
levels of communication satisfaction exclusively among military personnel, setting it apart from

studies that focus on broader public or private sector organizations.

Furthermore, unlike previous studies that may only provide an assessment, this research goes
beyond surface-level evaluation. It offers a thorough investigation into the communication
satisfaction of military personnel, seeking to uncover a deeper understanding of their
experiences, challenges, and the specific factors influencing communication within military

structures.



Additionally, this study also emphasizes the unique nature of communication in military
organizations, where strict adherence to protocol, procedure, and chain of command is
paramount. These rigid structures create a communication environment markedly different from
that of civilian or corporate organizational settings. As such, the study offers context-specific
insights that contribute to a more practical and nuanced understanding of communication

satisfaction in military contexts.

Although, research on organizational communication continues to grow, there remains a
significant lack of focus on the specific communication practices and processes that occur within
military organizations. Most existing research focuses on civilian or corporate organizations,
which usually feature more flexible and informal communication practices. In contrast, military
organizations function within rigid, hierarchical frameworks that have received limited academic
attention. As a result, there is a shortage of empirical data on how military personnel experience
communication satisfaction and the factors influencing communication satisfaction. This study
aims to address this gap by conducting a thorough investigation into communication satisfaction

within the disciplined and structured environment characteristic of military organization.

1.3. Objective of the Study

1.3.1. General Objective of the Study

The general objective of this study is to investigate the level of communication satisfaction and
dimensions of communication that affect internal communication among military staff at the

Ethiopian Ministry of Defense.
1.3.2. Specific Objectives of the Study

The specific objectives of this study were:

s To investigate the overall level of communication satisfaction and job satisfaction among the
military staff at the Ethiopian Ministry of Defense.

% To examine how communication satisfaction varies among different military rank groups
within the Ethiopian Ministry of Defense.

s To identify which communication channels are the most effective within the Ethiopian

Ministry of Defense.



% To identify the barriers that affect effective communication within the Ethiopian Ministry of

Defense.
1.4. Research Questions

% RQ1: What is the overall level of communication satisfaction and job satisfaction among the
military staff of the Ethiopian Ministry of Defense?

% RQ2: Is there a significant difference between communication satisfaction and military rank
at the Ethiopian Ministry of Defense?

% RQ3: Which communication channels are the most effective within the Ethiopian Ministry
of Defense?

% RQ4: What are the key barriers that affect effective communication within the Ethiopian

Ministry of Defense?
1.5. Significance of the Study

This study, which focuses on the investigation of communication satisfaction: the case of

Ethiopian Ministry of Defense, has two main areas of significance.

This study contributes to the Ethiopian Ministry of Defense managers by proving and improving
understanding the measuring of internal communication satisfaction and job satisfaction. This
will help the ministry address gaps in understanding what contribution communication

satisfaction among military staff.

There are limited studies conducted on communication satisfaction within organizations,
especially in military organization focused on military staff. Therefore, this study contributes
theoretical knowledge and serves as reference material for further researchers in conducting

studies in the field of communication satisfaction.
1.6. Scope of the Study

The scope of this study was only to investigate the levels of communication satisfaction among
military staff at the Ethiopian Ministry of Defense headquarters in Addis Ababa. Considering the
challenges of overseeing a wide range of military divisions, offices, departments, institutions and

organizations under the Federal Democratic Republic of Ethiopia's Ministry of Defense (EMoD),



as well as the diversity of military personal and civil employees, directorate generals,
directorates and supervisors, this study is limited to investigate the communication satisfaction
among military personnel at the Ethiopian Ministry of Defense headquarters in Addis Ababa.
Regarding the time scope of the study was limited to the year 2017 E.C. (2024/25 G.C.) to

ensure easy of management.

1.7. Limitation of the Study

Time and budget constraints were the first limitations in conducting this research. The second
challenge was the difficulty in collecting data from respondents, as military organizations
operate within a strict hierarchical structure. Consequently, gathering data from various ranks of
military personnel proved to be a complex task. To resolve this challenge, the researcher took
many stages to raise awareness by obtaining consent from the EMoD through the AAU consent
letter, which facilitated communication with high-ranking military officials, as well as lower-

ranking staff, according to their respective positions.

Another limitation encountered was the lack of available resources on communication
satisfaction within military organizations. However, the researcher made efforts to overcome this
limitation by consulting a range of up-to-date resources, including books, journals, interviews,
videos, and articles related to military studies and organizational communication in military

settings.

1.8. Organization of the Thesis

This study contains five chapters, as per the thesis format established by Addis Ababa
University. The first chapter is introductory, which includes the following sections: background
of the study, statement of the problems, general and specific objectives, research questions,
significance of the study, organization of the study, limitation of the study, and definition of
terms. The second chapter discusses the review of related literature and theoretical framework.
The third chapter presents the research methodology. The fourth chapter presents the analysis,
presentation, and interpretation of the data. The last chapter presents the conclusions, summary,

and recommendations.



CHAPTER TWO

2. Literature Review

This chapter presents a review of relevant literature that provides the necessary context for
conducting the present study. It includes definitions and discussions of key concepts such as
organizational communication, communication satisfaction, military communication,
communication dimensions, internal organizational communication, communication barriers, and
other related topics. Finally, this chapter also addresses the theoretical framework guiding the

study.

2.1. Definitions of Organizational Communication
Organizational communication as a field saw significant growth in the latter half of the 20th
century, with its modern study emerging during this period. The formal study of organizational
communication as a discipline generally started in the late 1930s and early 1940s. Various
aspects of organizational communication, such as communication networks, superior subordinate
interaction, group communication within organizations, feedback, and task performance, have
been explored (Tompkins & Wanca-Thibault, 2001).

According to Myers and Myers (1982), organizational communication describes it as “the
fundamental connecting element that enables coordination among individuals, thereby
facilitating organized actions.” This definition underscores communication as the essential force
that holds an organization together, enabling individuals and groups to collaborate harmoniously
toward shared objectives. It facilitates the coordination of tasks and responsibilities by providing

avenues for information exchange, effort alignment, and conflict resolution.

Similarly, Keyton (2005) defines organizational communication as a complex, continuous proces
s in which members of an organization actively influence, maintain and reshape the organization.
Wrench et al., (2015) define organizational communication as the intentional action by one or
more members of an organization to convey verbal, nonverbal, or mediated messages aimed at

promoting understanding among other organizational members.

According to Van Riel (2007), organizational communication refers to the degree to which

individuals within an organization feel content and fulfilled with the communication processes



and practices in place. It encompasses various aspects, including the clarity, frequency,

openness, and effectiveness of communication within the organization.

2.1.1. The Importance of Organizational Communication in Organizations

Organizational communication plays a vital role in the functioning and success of any public or
private organizations. Goldhaber, Gerald M. (1990) describes organizational communication as
“a fundamental element that sustains an organization’s existence and functionality. It has been
likened to vital components such as lifeblood, glue, and oil, highlighting its role in connecting
and facilitating smooth operations within the organization.” Additionally, it is viewed as the
thread or force that integrates various parts of the system, permeating the entire organization and
strengthening the relationships among its members. It facilitates the exchange of information,
ideas, and feedback, enabling collaboration and alignment among team members, departments,
and stakeholders. In general effective organizational communications is absolutely effective for

allover organizations functions.

High levels of organizational communication satisfaction are closely linked to enhanced
employee morale, increased productivity, strengthened teamwork, and improved overall

organizational effectiveness.

According to Baker (2003), organizational communications have the following importance. The
increasing complexity of work necessitates improved and interaction among employee.
Additionally, the pace of task completion has notably quicker. Organizations has contend with a
work force that is more geographical dispersed than in the past. More over similarly and
distributed work process have become increasingly common and finally communication

technology become integral elements for organization (Baker, 2003).

2.2. Communication Audit within Organizations

Numerous studies on communication audits emphasize on communication satisfaction,
identifying it as a critical measure of an organizations overall well-being and functional
efficiency (Downs & Adrian, 2004; Downs & Hazen, 1977).

According to Zwijze-Koning, K., and de Jong, M. (2007), cites Goldhaber (1993), Goldhaber&

Rogers (1979), and Hargie & Tourish, (2000), explain that communication audits serves to
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examine an organization’s communication system and offering critical insights in to its strengths
and weaknesses. These audits aims to evaluate communication functions comphrnsivlly,
identifying both effective elements and aspects need enhancement, which leads to actionable that

help leadership improve communication performance.

In similar, Tkalac Ver¢i¢ et al. (2021), drawing the work of Goldhaber (1993) and Hargie and
Tourish (2000), emphasize that the primary purpose of a communication audit is to
comprehensively evaluate the organization system in order to identify its strengths and areas for
potential enhancement. Furthermore, communication audits encourage reflective learning within
the organizations by enabling members to identify and capitalize on existing strength to facilitate

continuous improvement (Jones, 2002).

A communication audit, the evaluation of internal communication satisfaction (ICS) constitutes a
vital element in determining the overall effectiveness of communication processes in
organizations. Gray and Laidlaw (2004) highlight that assessing internal communication
satisfaction (ICS) is a central component in communication audits aimed at evaluating

communication effectiveness.

Additionally, Studies has demonstrated a link between conducting communication audita and the
level of communication satisfaction within organizations. According to, Hargie et al. (2002),
communication audits indicates that increase communication efforts generally lead to elevated
communication satisfaction. This relationship emphasizes the vital importance of continuous
assessment and enhancement of communication processes to strengthen organizational
effectiveness and drive sustained success. In general by evaluating various dimensions of
communication, communication audits provide organizations with essential information to

enhance internal communications and create a healthy working environment.

2.3. Communication on Military Organizations

Military communication is fundamental to the effective operation of defense organizations,
enabling task coordination, command efficiency, and operational performance (Clark, 1975).
Over recent decades, researchers have examined various facets of military communication,
including command structures, interpersonal dynamics, information dissemination, and the

integration of digital technologies.
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Traditionally, military communication has been defined as the exchange of information among
command structures, units, and personnel to ensure effective coordination during both peacetime
and combat operations (Dandeker, 2003). This includes formal methods such as orders, reports,
and briefings as well as informal interactions among peers and across ranks. The military’s
hierarchical structure heavily influences communication patterns, emphasizing chain-of-

command protocols and disciplined message distribution (Soeters et al., 2006).

Hierarchy directly shapes communication flow within military organizations. Research indicates
that vertical communication (between superiors and subordinates) often dominates, sometimes
limiting lateral or horizontal exchanges (Cornish, 2004). However, effective leadership
communication fostering open dialogue and feedback is increasingly recognized as vital for
morale, unit cohesion, and mission success (Rainey, 2009). Respect for military protocols
includes following formal reporting lines, using prescribed terminology, and observing
ceremonial customs, all of which reinforce organizational cohesion and mission readiness
(Dandeker, 2003). Violations of these protocols can disrupt operational effectiveness and
undermine authority, highlighting the importance of strict compliance in both peacetime and

combat scenarios (Cornish, 2004).

2.4. The Military Protocol

Military protocol encompasses a structured set of formal rules, procedures, and traditions that
regulate conduct, etiquette, and interactions within the armed forces. These protocols are
designed to uphold discipline, reinforce the hierarchical command structure, and ensure mutual
respect among service members. By providing a standardized framework for behavior, military
protocol helps to prevent confusion, reduce interpersonal conflicts, and support the smooth
functioning of military units. According to Harriso (2010), strict adherence to these protocols is
essential in maintaining professionalism and operational order, especially in high-pressure or

combat environments.

Moreover, military protocols such as rendering salutes, properly addressing superiors, wearing
uniforms correctly, and respecting the chain of command are not merely symbolic gestures but
serve as practical tools for reinforcing authority and cohesion. These practices instill discipline

and clarity in command relationships, enabling swift and coordinated responses during critical
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missions. Dupuy (1987) notes that deviation from established protocols can undermine unit
morale, disrupt command effectiveness, and lead to disciplinary consequences that compromise
operational readiness. Therefore, maintaining rigorous observance of military protocol is
fundamental not only to preserving tradition but also to ensuring mission success and

organizational stability within the armed forces.

2.4.1. Military Chain of Command
The military chain of command is a formal hierarchy that delineates the authority, responsibility,

and flow of orders within an armed forces organization. This structured system ensures clear
lines of communication and accountability, allowing commands to be efficiently transmitted
from senior leadership down through successive levels of command to operational units.
According to Huntington (1981), a well-defined chain of command is fundamental to
maintaining discipline, order, and unity of effort within military organizations, as it prevents

confusion and overlapping authority during both routine activities and combat operations.

In practice, the chain of command establishes a framework where every member of the military
understands their role, to whom they report, and whom they supervise, thereby facilitating
effective leadership and decision-making. Failure to respect this hierarchy can result in
breakdowns in communication, reduced operational efficiency, and diminished unit cohesion
(Janowitz, 2017). Thus, the chain of command is indispensable for preserving organizational

integrity and ensuring mission success.

2.4.2. Military Customs
Military customs represent enduring traditions and established norms that play a vital role in

fostering camaraderie, mutual respect, and esprit de corps among armed forces personnel. These
customs include ceremonial practices, specific dress codes, and symbolic gestures such as
saluting and the observance of military anniversaries, all of which reinforce the collective
identity and discipline of military units (Keegan, 2011). By embodying shared values and
historical continuity, these customs help to cultivate a strong sense of belonging and loyalty that

is essential for maintaining morale and cohesion within the armed forces.

According to Huntington (1981) argues, these practices contribute to the preservation of

organizational ethos, linking generations of soldiers through a common heritage and reinforcing
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the legitimacy of military authority. The continuation and respect of such customs not only
strengthen internal cohesion but also enhance the military’s role as a respected institution within

society.

2.4.3. Military Ceremonies
Military ceremonies are formal, symbolic events such as parades, award presentations, and

funerals that honor the service, sacrifice, and traditions of armed forces personnel. These
ceremonies play a critical role in reinforcing discipline, patriotism, and the core values of
military institutions. Moskos (1976) highlights such rituals serve to strengthen the collective
identity of military organizations by commemorating achievements and sacrifices, thereby

fostering a sense of belonging and commitment among service members.

Similarly, Janowitz (2017) emphasizes that these observances not only celebrate military
heritage but also communicate the armed forces’ societal role, helping to build public trust and
boost morale among personnel. Through these rituals, the military reinforces its legitimacy and

sustains the motivation and dedication necessary for operational effectiveness.

2.4.4. Operational Protocols
Operational protocols consist of standardized procedures that govern the planning and execution

of military missions to ensure efficiency, safety, and seamless coordination among forces.
According to Smith (2012), well-defined protocols including rules of engagement, battle drills,
and logistics coordination are essential to minimizing operational errors and enhancing decision-
making under the stresses of combat or peacekeeping environments. Strict adherence to these
protocols during peacekeeping and counterinsurgency operations has proven vital in increasing
mission effectiveness while simultaneously reducing instances of fratricide and mission failure
(Alberts & Hayes, 2003). Moreover, the establishment of such standardized procedures plays a
crucial role in facilitating interoperability and cooperation among joint and multinational forces,

enabling cohesive action in complex operational theaters.

2.4.5. International and Joint Military Operations
International and joint military operations demand seamless coordination and cooperation among

diverse armed forces, which necessitates the adoption of standardized communication protocols,
unified command structures, and integrated tactical procedures. NATO doctrine (2017)

emphasizes that interoperability achieved through shared training, compatible technology, and
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common operational standards is vital for the success of coalition warfare. The Ethiopian
Ministry of Defense, active participation in African Union (AU) and United Nations (UN)
peacekeeping missions requires adaptability to these multinational frameworks, ensuring
effective collaboration and mission accomplishment within complex international environments
(Weitz, 2009).

2.5. Communication Satisfaction (CS)

Communication satisfaction (CS) is defined across various dimensions, including individual,
group, and organizational contexts. According to Downs & Hazen (1977), communication
satisfaction is defined as “the overall measure of an individual's contentment with both the flow
of information and the quality of relational factors.” Their definition highlights the dual aspect of
communication, where the effective exchange of information alongside the strengths of

interpersonal relationship as fundamental elements influencing an individual’s satisfaction.

On the other hand, in organizational context communication satisfaction is defined as “an
individual’s satisfaction with various aspects of the communication occurring in his
organization” (Crino & White, 1981, p. 832). Similarly, Hecht (1978) defined communication

satisfaction as a socio-emotional outcome resulting from communication interactions.

According to Cabrido and Cuevas-Rariada (2020), cited Richards and Seidel (n.d.), highlight that
effective communication is essential for setting clear expectations for employees and nurturing
robust interpersonal relationships within the organization. They contend that clear and consistent
communication helps employees grasp their roles and responsibilities, thereby providing well-
defined expectations. Additionally, effective communication fosters the development of strong
interpersonal connections among members of the organization, which in turn promotes trust,

collaboration, and mutual respect.

2.5.1. Measuring Communication Satisfaction within Organization

Measurement of communication satisfaction offers valuable insights into organizational
communication processes. Understanding communication satisfaction is essential for explaining
communication behaviors within an organization. Hecht (1978) emphasized communication

satisfaction serves as a critical indicator of how employees perceive and engage with
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communication practices. By assessing satisfaction levels, organizations can identify barriers to

effective information flow and pinpoint areas requiring improvement.

Moreover, measuring communication satisfaction plays a vital role in aligning organizational
goals with employee needs. By understanding how satisfied employees are with their
communication experiences, organizations can make informed adjustments to policies,
structures, and practices. This arrangement not only addresses specific communication
challenges but also fosters a more cohesive and supportive work environment. Effective
communication practices, grounded in satisfaction assessments, contribute to a culture of

transparency and mutual understanding.

Hecht (1978) further stated the psychological significance of communication satisfaction.
Satisfying communication is a key determinant of psychological adjustment for employees,
whereas dissatisfaction in communication is often associated with negative psychological states
or symptoms of organizational dysfunction. Overall, measuring communication satisfaction is

both a strategic and psychological imperative for organizational success.

2.5.2. Communication Dimensions

Downs and Hazen (1977) developed the Communication Satisfaction Questionnaire (CSQ) as a
foundational instrument to measure communication satisfaction in organizations, identifying
eight key dimensions that capture various aspects of communication within these contexts. The
analysis identified eight distinct factors, which were later described by Downs and Hazen (1977)

and Downs (1988), as follows:

1. Communication Climate: reflects communication at both the organizational and personal
level. On the one hand, it covers things like how much communication in the workplace
encourages and excites employees to achieve organizational goals and how much it helps
them identify with the company. On the other hand, it provides estimates of whether or not

the organization's communication attitudes are healthy.

2. Supervisory Communication: Communication with superiors includes both upward and

downward components. The level to which a superior is open to suggestions, the extent to
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which the supervisor listens and pays attention, and the extent to which guidance is supplied

in overcoming job-related challenges are three of the most important factors.

Organizational Integration: The degree to which individuals obtain information about their
immediate work environment is referred to as organizational integration. The degree of
satisfaction with information about departmental plans, job requirements, and certain

personnel news is among the items.

Media Quality: The degree to which meetings are well planned, written directives are short

and clear, and the amount of communication is about right is referred to as media quality.

Co-worker Communication: refers to how accurate and free-flowing horizontal and
informal communication is. Satisfaction with the grapevine's activity is another element to

consider.

Corporate/ Organizational Information: The widest type of information regarding the
organization as a whole is dealt with by corporate information. It includes elements related to
announcements of changes, details regarding the organization's financial condition, and

information concerning the organization's overarching policies and objectives

Personal Feedback: The requirement for workers to know how they are being judged and

how their performance is being evaluated is addressed via personal feedback.

Subordinate Communication: Upward and downward communication with subordinates is
the topic of subordinate communication. These items, which involve subordinate
responsiveness to downward communication and the amount to which subordinates initiate

upward communication, are only answered by supervisory personnel.

Job Satisfaction

Job satisfaction refers to the level of fulfillment or contentment that an individual experiences in

relation to their job. According to Desa et al. (2014), it can be conceptualized as an emotional

response influenced by the individual's evaluation of their work performance. This evaluation

may lead to feelings of either satisfaction or dissatisfaction, profoundly impacting an employee's
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attitude and responses within the workplace. These attitudes extend beyond mere feelings about

the job, incorporating cognitive judgments that include emotions, beliefs, and actions.

Job satisfaction is also associated with enhanced employee pros activity and plays a significant
role in supporting the achievement of organizational goals. According to Desa et al. (2014),
satisfied employees are more inclined to exert effort and demonstrate commitment to their tasks,
thus driving performance outcomes that align with organizational goals. The relation between
employee job satisfaction and productivity underscores the necessity for organizations to foster a

positive work environment.

The significance of job satisfaction extends beyond individual well-being; it plays a critical role
in organizational development. Research indicates a strong correlation between job satisfaction
and organizational effectiveness, where it serves as a barometer for measuring employee
sentiment towards their work (Judge et al., 2001; Ostroff, 1992).When employees feel satisfied
with their roles, their overall engagement and commitment to the organization increase, leading
to greater cohesion and morale among the workforce. Furthermore, organizations that prioritize
job satisfaction often benefit from enhanced employee retention rates, as satisfied employees are

less likely to seek employment elsewhere.

2.7. The Relationship between Communication Satisfaction and Job Satisfaction

There is significant relationship between Communication satisfaction and job satisfaction, with
effective communication plays a crucial role in enhancing job satisfaction and promoting work
motivation. According to Mladenovi¢, M. & Krsti¢, B. (2021), effective communication within
an organization directly increases job satisfaction, which subsequently promotes greater
motivation among employees. This relationship underscores the importance of communication as

a foundational element in creating a productive and engaged workforce.

Furthermore, there is a clear correlation between communication satisfaction and job
satisfaction, as well as overall work performance. Pincus (1986) noted that satisfaction with
organizational communication significantly contributes to employees' job satisfaction, which in
turn influences their performance levels. This interconnectedness suggests that improving
communication practices can have a profound impact on both individual and organizational

outcomes.
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Internal communication also has far-reaching implications beyond individual job satisfaction.
Jacobs, Yu, and Chavez (2016) found that effective internal communication enhances employee
satisfaction, which supports internal organizational integration. This internal harmony then
positively affects external integration with business partners, demonstrating how communication
satisfaction serves as a cornerstone for both internal and external organizational success.
Collectively, these findings reinforce the strategic importance of fostering communication

satisfaction to enhance job satisfaction and drive organizational performance.

2.8. Internal Organizational Communication

Man, L. R. (2021) states that internal communication also known as employee communication,
internal relations, or an internal public relations has experienced substantial development both as
a field of study and a professional practice in recent decades. As an organizational function,
internal communication is defined as “all formal and informal communication taking place

internally at all levels of an organization” (Kalla, 2005).

Internal communication includes both formal and informal communication that occurs within an
organization and Also, It includes both the dissemination of information from management to
employees (top-down), feedback from employees to management (bottom-up), and

horizontal/lateral.
2.8.1. Informal Communication

Informal communication within an organization refers to the exchange of information through
unofficial and casual channels, operating outside the formal communication structure. Informal
communication environments are less structured systems as compared to the formal
communication (Choi, W., & Jacobs, R. L., 2011). Informal communication environments lack
rigid protocols and predefined channels, allowing for a more spontaneous and flexible exchange
of information. Similarly, Leslie, B., Aring, M. K., and Brand, B. (1998) describe informal
communication as unstructured and based on personal experience, occurring outside of formal

organizational channels.

Employees within an organization have the freedom to exchange information informally with

anyone across the organizational structure. This informal communication allows employees to
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share a wide range of information, whether work-related or personal, without adhering to formal
channels or protocols. Such exchanges often occur naturally in various settings where employees
interact, such as in offices, break rooms, or other communal areas. These informal interactions
play a significant role in fostering relationships, enhancing collaboration, and sometimes even

addressing issues that may not surface in formal communication settings.

In an organization, informal information is often disseminated through the "grapevine” model
Stevanovi¢ M. and Gmitrovic A. (2016). The grapevine operates through personal networks,
where information is passed from one individual to another, typically in a casual and informal
manner. This communication may spread rapidly and sometimes inaccurately, as it relies on
word-of-mouth rather than formal channels. While the grapevine can help employees stay
connected and share relevant information quickly, it may also lead to rumors, misinterpretations,

or the distortion of facts.

According to Stevanovic M. and Gmitrovic A., (2016) characteristics of informal

communications are:

% Connect individuals who are at different levels in the organization: ignore rank and
authority and connect employees in all possible directions - horizontally, vertically and
diagonally;

%+ They are difficult to control: People can transmit information of their choice and to whom
they want; informal information is difficult to be verified if they are not based on facts;

% Informal communications transmit informal information: information that, as a rule, are
not related to the business of the individual;

s They are faster than the formal communications: do not respect organizational
boundaries, information is transmitted orally by the principle, "she said — she told,” "“from
mouth to mouth™ or " by bush telegraph”;

* Techniques that are used are created by the users themselves; employees informally

communicate in different ways according to the type of information and the aim sought to

be achieved.
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2.8.2. Formal Communication

Formal communication refers to the structured and official exchange of information within an
organization, following established protocols, hierarchy, and channels. It typically occurs in a
more systematic and organized manner, often dictated by the organization's policies, procedures,

or norms.

Formal communication can take various forms, including written documents (letters, emails,
reports, and memos), official meetings, presentations, and other standardized methods of
interaction. This type of communication ensures that information is conveyed accurately,
consistently, and in alignment with organizational goals and objectives, often between
supervisors, managers, and employees at different levels of the hierarchy.

According to Judhajit (2024), formal communication offers several advantages, such as
improving efficiency, maintaining discipline, and fostering teamwork, while providing a
manageable system and a permanent record for reference. However, it also has limitations,
including delays in decision-making, inflexibility, and an authoritarian tone that can hinder

motivation and create misunderstandings.

2.8.3. Vertical Communication

Vertical communication in an organization occurs between individuals who hold unequal
positions, ranks, or levels of authority within the organizational hierarchy. This type of
communication facilitates the exchange of information, directives, and feedback between
superiors and subordinates, ensuring alignment and coordination across different hierarchical
levels. The primary function of this form of communication is to collect information for

decisions-making, and it is performed in two directions (Stevanovi¢ M. and Gmitrovic A., 2016).

Vertical communication occurs in two distinct directions; downward communication and upward

communication.

2.8.4. Down ward Communication

Downward communication refers to the flow of information from higher levels of an
organizational hierarchy to lower levels, specifically from superiors to subordinates. This

includes managers conveying instructions, policies, or feedback to their employees. Essentially,
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downward communication occurs when individuals at higher levels of an organization

communicate with those at lower levels (Roy, G. 2021).

For downward communication to be most effective, top managers should communicate directly
with immediate supervisors, who in turn should relay that information to their staff. However,
Roy, G. (2021) stated that downward communication will become increasingly difficult for top

leaders to interact with the entire organization in a timely, effective, and regular manner.

2.8.5. Upward Communication

Upward communication refers to the flow of information from lower levels of an organization to
higher levels, specifically from subordinates to superiors. This includes employees sharing
progress reports, feedback, or concerns with their supervisors or managers. Upward
communication serves as a valuable channel for understanding how work is progressing,
identifying problems and opportunities from the perspective of subordinates, gathering ideas for
performance improvement, and obtaining insights about clients and other organizations. It also
provides management with insight into how subordinates feel about the organization, their
superiors, and their jobs (Garnett, J. L.1992).

One primary advantage of upward communication is that it enables organizations to make
informed decisions that benefit their employees. This is because management gains a better
understanding of employees' feelings regarding their roles, rules, and procedures (Kiflemariam,
etal., 2019).

According to Tiwari (2022), upward communication allows employees to express their opinions,
concerns, ideas, suggestions, complaints, and other comments about the organization to
management. However Mazzei (2010), argued that upward communication may be ineffective in
environments where higher-level managers are unwilling to accept negative feedback. In such

cases, subordinates may lack trust in their superiors, fearing criticism or retaliation.

2.8.6. Horizontal/ Lateral Communication

Horizontal communication takes place between two or more people who are working at the same
level. This level of communication is also known as parallel or lateral, which is communication

with individuals of the same position, rank, or status in the organization. Horizontal
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communication occurs among individuals who occupy the same level within an organizational
hierarchy. In the horizontal communication, people are on the same organizational level and start
from the same position and have equal influence on decision making (Stevanovi¢ M. and
Gmitrovic A., 2016).

According to Kiflemariam, et al. (2019), who cited Grimsley (2021), horizontal communication
contributes to increased job satisfaction and motivation by empowering employees. One of the
key advantages of horizontal communication is its ability to reduce misunderstandings among
departments working collaboratively on projects, which ultimately enhances efficiency and
productivity. It also facilitates the effective implementation of top-level decisions and promotes
teamwork. Additionally, because this type of communication occurs at the same level, it tends to

be faster and minimizes the risk of information distortion.

2.9. Communication Climate

Communication climate is one of the most complex and multifaceted variables within
organizational dynamics, playing a critical role in facilitating and supporting all organizational
functions. Communication climate is defined as employees' perceptions concerning the quality of

interpersonal relationships and communication within an organization (Goldhaber, 1993).

According to Kamasak and Bulutlar (2008), a positive communication climate plays important
roles in organizational effectiveness. Communication climate focuses on the quality of
communication processes and relationships, emphasizing elements such as employees'
judgments about how open and receptive management is to their input and feedback. Jones and
James (1979) state that communication climate is a facet of the broader construct of
psychological climate and “includes communicative elements such as judgments on the
receptivity of management to employee communication or the trustworthiness of information
being disseminated in the organization”. It also includes the perceived reliability, accuracy, and
trustworthiness of the information shared within the organization, which are critical factors
influencing organizational trust and effectiveness. Both defines communication climate is key
communicative elements, such as employees' perceptions of management's openness to their

input and the trustworthiness of the information disseminated throughout the organization.
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Many studies have described the connections between communication climate and critical
organizational outcomes, such as organizational identification, organizational commitment, and
job satisfaction. Study by Scott et al. (1999), demonstrate that the quality of communication
within an organization significantly influences how employees perceive their alignment with
organizational values and goals (organizational identification). Moreover, a positive
communication climate fosters stronger emotional and psychological bonds between employees
and their organization, reflected in heightened organizational commitment. Similarly, the extent
to which employees feel satisfied with their jobs is closely tied to the effectiveness and quality of
communication, as it shapes their perceptions of support, trust, and engagement within the
workplace. These studies collectively underscore the pivotal role of communication climate in

shaping the overall employee experience and driving organizational success.
2.10.Barriers of Communication

Organizational communication barriers are obstacles that hinder the effective flow of
information within an organization, potentially impairing its overall performance. Addressing
these barriers is crucial to minimizing misunderstandings and misinterpretations in the

workplace, thereby fostering a more productive and harmonious organizational environment.

In organizations, the most common barriers to communication often arise from structural,
cultural, and interpersonal dynamics. Smith (2018) and Jones et al. (2020) identify several
common factors that hinder effective communication in organizations, including conflicting
objectives, differences in language, rigid hierarchical systems, cultural variations, and
technological constraints.

Language Barrier: Linguistic challenges represent a significant obstacle to effective workplace
communication. Employees often possess differing levels of language proficiency, which can
influence organizational operations. Consequently, language barriers can negatively impact work

performance, as messages are disposed to misinterpretation (Ramlan et al., 2018).

Hierarchical Barriers: Strict organizational hierarchies often hinder transparency and limit the
exchange of information between administrative levels and employees. Such hierarchies

frequently result in communication blockages, obstructing the efficient transfer of information
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across different layers of the organization (Johnson, 2019). As a consequence, employees may

feel marginalized, and essential feedback may fail to reach decision-makers.

Cultural Barriers: Organizations with diverse workforces often encounter challenges stemming
from cultural differences in communication styles, values, and expectations. Employees from
varied cultural backgrounds may exhibit distinct communication preferences, beliefs, and
anticipations, which can hinder mutual understanding (Mahmud, N., Zulfikri, N. K. M., Ismail,
l., & Miskam, Z., 2020). Research by Ramlan et al. (2018) highlighted that miscommunication a
key barrier to effective communication is frequently caused by cultural disparities, such as
differences in body language and behavioral interpretations, as each culture possesses unigque

perceptions of particular actions.

Technological Barriers: Limited access to communication technologies or insufficient training
in their use can obstruct effective communication. While Davenport & Harris (2018) noted that
technology enhances communication, it may also present obstacles when employees face
challenges with unfamiliar tools or platforms. Such technological barriers can lead to delays and

inefficiencies in organizational communication processes.

Communication Weaknesses: Including inadequate feedback mechanisms, lack of clarity, and
information overload (Roberts, 2019; Adams, 2020). In organizations, the absence of feedback
whether in providing or seeking it can result in unresolved issues and misunderstandings.
Moreover, insufficient feedback mechanisms often create a one-way communication flow,
delaying collaborative engagement (Katz & Koenig, 2016). Similarly, unclear or ambiguous
communication can lead to confusion and misinformation; further exacerbating communication
challenges (Miller & Wilkinson, 2018). These weaknesses can leave employees feeling

disconnected and undervalued, impacting overall organizational effectiveness.

2.11. Theoretical Framework

This study, Investigation into communication satisfaction: the case of the Ethiopian Ministry of
Defense (EMoD), the researchers aim to investigate the effectiveness of internal EMoD
organizational communication and its relationship with communication satisfaction and job

satisfaction. Accordingly, the researcher selected Herzberg’s Two-Factor Theory (also known as
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the Motivation-Hygiene Theory; Herzberg, 1959) and Boyd’s (1976) OODA Loop model

(Observe, Orient, Decide, and Act) as the theoretical framework for this study.
Herzberg’s Two-Factor Theory (Motivation-Hygiene Theory)

Herzberg’s Two-Factor Theory (also known as the Motivation-Hygiene Theory) was developed
by American psychologist Frederick Herzberg in 1959 (Abdulkhamidova, 2021).

Herzberg’s Two-Factor Theory suggests that job satisfaction and dissatisfaction are influenced
by two distinct factors: motivation and hygiene. Hygiene factors prevent dissatisfaction, while
motivation factors enhance job satisfaction. Thus, motivation factors solely function to elevate
and improve job satisfaction, whereas hygiene factors mitigate job dissatisfaction (Peramatzis &
Galanakis, 2022).

Figure 1: Herzberg theory motivation hygiene factors and effect of motivation factor

Herzberg theory Motivation Hygiene Factors J

Motivation Factors Hygiene Factors
Achievement Company policy
Recognition, Supervision
Responsibility Relations (Boss)

Challenge Work conditions
Promotion Pay Benefits.
Growth Co-workers

Job security

Effect of Motivation Factor J
Poor Hygiene
factors decr_ease Motivating
employee job ENCIO
satisfaction e

employee job
satisfaction

Source: Ansari S., (2019, p. 8).
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Effect of Motivation Factor for communication J

Poor Hygiene

factors Motivating Factors
decrease increase
communication employee
satisfaction communication

satisfaction

Source: Adapted by researcher from Ansari S., (2019).

According to Pardee (1990), citied Caston and Braoto (1985, p. 270), essential motivational
factors include the work itself, achievement, advancement, recognition, and responsibility.
Conversely, nonessential hygiene factors comprise supervision, interpersonal relations, working

conditions, salary, company policies, and administration (Caston & Braoto, 1985, p. 270).

Similarly, Ansari (2019, p. 7) identifies five key hygiene factors associated to job dissatisfaction:
company policies and administration, supervision, interpersonal relations with supervisors,

interpersonal relations with peers, and working conditions (Ansari S., 2019, p. 7).

Motivational factors contribute to increased employee job satisfaction, while Poor Hygiene
factors decrease employee job dissatisfaction. Similarly, motivational factors enhance employee
communication satisfaction, while poor hygiene factors mitigate communication dissatisfaction.
Although, job satisfaction is closely related to communication satisfaction within the
organization. Given these interrelationships, Herzberg’s Two-Factor Theory (Herzberg, 1959)

provides an appropriate and robust theoretical framework for this study.

The OODA Loop Model (Observe, Orient, Decide, and Act)

The OODA Loop comprising the phases Observe, Orient, Decide, and Act is a foundational
cognitive and strategic model introduced by U.S. Air Force Colonel John Boyd in 1976. Boyd
(1976) designed to illustrate decision making in fast-paced and adversarial contexts like military

operations, the framework presents decision-making as a continuous, dynamic cycle involving
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four interrelated stages how individuals and organizations process information in dynamic

environments:

1. Observation: refers to the initial stage of collecting information from the environment,

which includes monitoring the actions of adversaries, analyzing the terrain, assessing

technological factors, and noting other situational elements.

2. Orientation: is regarded as the most pivotal and complex phase, as it involves processing

and interpreting the observed data through frameworks shaped by cultural background,

individual experience, training, established doctrines, and the specific context of the

situation.

3. Decision: entails selecting an appropriate course of action derived from insights gained

during the orientation phase.

4. Action: represents the implementation of the chosen decision, producing effects that

subsequently feed into the next cycle of observation (Osinga, 2007).

Figure 2: Colonel John Boyd OODA Loop Model

Observe Orient Decide Act
Implicit Implict
guidance & control
Unfolding & control
circumstances
~ . Feed . ;
. N Decision Action
| Opsenvatons | —» (hypotnesis) (test)
/ ~—forward forward
Outside A \
information \
Unfolding
Unfoldin interaction
interactiogn Feedback with
. Feedback environment
with Feedback |
environment eedbac

John Boyd's OODA loop

Boyd (1976) insight was not merely about completing these four steps, but about doing so faster

and more adaptively than one's opponent. This led to the strategic principle of “operating inside

the adversary’s OODA loop,” where speed and agility in decision-making can disorient
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opponents, undermine their cohesion, and create a cognitive advantage (Hammond, 2019). In
military strategy, this translates into a doctrine of disruption where faster decision cycles can

create confusion, delay, and eventual breakdown in enemy command and control systems.

The OODA Loop remains a foundational theory in military command and control, valued for its
focus on adaptability, speed, and strategic disruption, but it must be applied with nuance and

contextual awareness in today’s complex and technologically advanced operational landscapes.

Overall, for the study's objectives of investigating communication satisfaction: the case of
Ethiopian Ministry of Defense (EMoD) as a military organization, the researcher selected
Herzberg’s Two-Factor Theory (Motivation-Hygiene Theory; Herzberg, 1959) and Boyd’s
(1976) OODA Loop model (Observe, Orient, Decide, and Act) as the theoretical framework.
These theories provide a robust foundation for analyzing the relationships between internal
communication, communication satisfaction, and job satisfaction in military organizational

contexts.
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CHAPTER THREE

3. Research Methodology

This chapter present a comprehensive detail of the research methodology employed in the study,
including the methods & procedures for data collection, the determination of the study
population, the selection of the sample size, sampling techniques, the processes of data
processing and analysis, reliability and validity tests, as well as the ethical considerations

adhered to throughout the research.

3.1. Research Design and Approach

The research design helps as the foundational blueprint that guides the entire research process. It
provides the essential framework for organizing and conducting a study in a structured, logical,
and coherent manner. According to Kothari (2004), a research design serves as the conceptual
framework guiding the research process and acts as a plan for collecting, measuring, and
analyzing data. This structure enables researchers to align their methods and procedures with the
objectives of the study, thereby ensuring the production of valid, reliable, and meaningful

findings.

Gravetter and Forzano (2012) indicates that a research design illustrates how various components
such as samples, instruments, and data collection techniques work together to effectively address
the research problem. In essence, a well-structured research design ensures that the research

process is not only organized and methodical but also aligned with the study’s overarching goals.

In addition to the design, selecting an appropriate research method is critical to achieving the
study’s objectives. There are three primary research paradigms: quantitative, qualitative, and
mixed-methods approaches (Creswell, 2009). Each method has its own specific attributes and is

chosen according to the research problem’s characteristics and the type of data needed.

The quantitative research method emphasizes objectivity and statistical analysis. It is particularly
useful for examining relationships and trends using numerical data, which are typically collected

through structured instruments such as surveys or questionnaires (Saunders, Lewis & Thornhill,
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2009). This method provides clear, quantifiable results and helps researchers draw generalize

conclusions.

In contrast, the qualitative research method seeks to gain a deeper understanding of a
phenomenon by exploring the experiences, perceptions, and meanings that individuals or groups
assign to it. It typically involves non-numerical data collection methods such as interviews, focus

groups, or observations.

The mixed-methods approach combines elements of both quantitative and qualitative methods to
provide a more comprehensive understanding of complex research problems (Creswell & Clark,
2017). It integrates numerical and narrative data, allowing researchers to benefit from the

strengths of both paradigms.

According to Wimmer R. (2006), the selection of a research method should be determined

primarily by the research questions and the study’s objectives.

For this study, a quantitative survey method was employed to ensure the systematic collection
and analysis of standardized data. This approach is consistent with the study’s aim of measuring
communication satisfaction among military staff using objective, numerical data, which can be

statistically analyzed to reveal patterns, differences, and relationships.

3.2. Description of the Study Organization (EMoD)

The Ethiopian Ministry of Defense headquarters in Addis Ababa is structured into offices, main
directorates and directorates (sub-directorates). These are collectively led by high-ranking
commissioned officers. The directorate generals (managers) of these main directors of these
offices, departments, and directorates are senior officers who report directly to the Chief of Staff

and the Minister of Defense.

The Ministry, including over 20 main directorate (directorate generals), two main offices and
over 40 directorates (sub-directorates) that are managed by General (Flag office), senior officers
and junior officers (commissioned officers), and more than 5,000 military staffs (commissioned

and non-commissioned military personnel across various ranks).
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3.3. Target Population

The study specifically focuses on the investigation into communication satisfaction among
military staff at the EMoD. Accordingly, the target population for the research only focused on
military staff who are commissioned and noncommissioned military personnel across various
ranks, include from General officers to other rank officers (General officers, senior officers,
junior officers, and other ranks), serving in different positions only at the EMoD headquarters in

Addis Ababa due to its convenient and inexpensive to the researcher.

3.4. Sampling Technique

Systematic random sampling technique was employed to investigate into communication
satisfaction among military staff at the EMoD. Based on this, the researcher systematically
collected data from these main directorates (directorate generals), offices, and directorates (sub-

directorates), which included all military ranks of EMoD military staff.

To triangulate the data, the researcher uses a purposive sampling method to select participants
who have relevant experience and knowledge in the area of internal organizational
communication. This method ensures that the selected military personnel are well-informed and
capable of providing valuable insights. Subsequently, the researcher conducts semi-structure in-

depth interviews with these participants to gather rich, qualitative data.

3.5. Sampling Size

There are various methods available for determining an appropriate sample size, each method
suited to different research contexts and objectives. For the objectives of this study, the

researcher uses the systematic random sampling method.

The total population of military staff in the Ethiopian Ministry of Defense (EMoD) headquarters
in Addis Ababa is over 5,000 military personnel. The total population for this study covers only
military staff (military personnel), specifically military officers, as well as directorate generals

and military managers (directors).

The sample size was calculated as follows.
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To determine the minimum sample size for large populations greater than or equal to 10,000, the

Cochran (1977), formula was used in this study.
n=22p.(1-
d2
Where: n = minimum sample size,
Z-value = value of standard normal distribution,
p = the expected or probability of previous similar studies
d = the maximum allowable deviation or error of the estimate.

The confident level = 90% therefore, the z-value = 1.645 the population of the phenomenon by
previous studies = 30% Margin of error = + 5%

n = (1.645)2 (0.30) (0.70)

(0.05)2
n=227.30
=227

However, when the population size is small than (less than 10,000), researchers can use this the
following valuable formula.

nspz=_. n

1+(n)
Spz
Where: nspz = minimum sample when the population is small

n = minimum sample when the population is large
spz = population size (small population)

nspz =__ 227
1+ (227)
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5000
nspz =217

Therefore, a total of 217 respondents were selected as the sample population for the study. This
sample size was determined using an appropriate sampling formula to ensure the representation
of the population under investigation communication satisfaction among military staff at the
Ethiopian Ministry of Defense (EMoD).

3.6. Data Collection

The procedures or approaches used to get data for analysis, decision-making, or study are known
as data collection methods. The type of data required the study design, and the research
objectives all influence the method selected. Primary and secondary data collecting methods are
the two basic categories into which it can be divided. The data gathering method may be

classified under two categories: as primary and secondary data (Babbie & Mouton, 2012).

Primary data are directly collected (‘in the field’) from the research object through empirical
research methods interview, focus group, survey, content analysis, or observation (Wimmer and
Dominick, 2003).

Secondary sources of data are those that have previously been gathered and analyzed by another
person (scholars or researchers). Secondary data can be found in a variety of places, including
libraries, official documents, trade and professional associations, and organizational files
(Wimmer and Dominick, 2003).

The study uses both primary and secondary data. Primarily for this study, data are collected by
uses communication satisfaction survey questionnaires. In addition, the researcher uses
secondary sources of data, books, journals, and published/unpublished materials from the

Ministry’s website and newsletters.
3.6.1. Questionnaire

Primarily for this study, data collected by uses survey questionnaires. Downs and Hazen's (1977)
communication satisfaction questionnaire (CSQ) is the main tool of data collection.
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Downs and Hazen’s (1977) communication satisfaction questionnaire includes 40-item of
questions that are structured in eight dimensions; each measured using a seven-point Likert scale.
Each eight dimension contains of five questions, with responses recorded on a scale ranging
from 1 to 7 from very dissatisfied to very satisfied, (1 = very dissatisfied, 2 = dissatisfied, 3 =
somewhat dissatisfied, 4 = indifferent, 5 = somewhat satisfied, 6 = satisfied, and 7 = very

satisfied) to indicate the respondents' level of communication satisfaction.

The communication satisfaction questionnaire (CSQ) is divided into three different sections. The
first section gathers basic personal information about the respondents, such as demographic data,
which provides background for the analysis. The second section focuses on various types of
information related to the respondents’ jobs, assesses how these factors influence their
communication satisfaction. The final section is specifically for directorate generals and

managers to evaluate their perspectives on communication effectiveness within their teams.

The survey communication satisfaction questionnaires (CSQ) are administered to a targeted
group of the military officers, both commissioned and noncommissioned military personnel

across various ranks of the Ethiopian Ministry of Defense headquarters in Addis Ababa.

For this study, the researcher will administer 217 survey questionnaires across different main
directorates and directors military staffs, who are commissioned and noncommissioned military

personnel across various ranks surveyed.
3.6.2. In-depth Interview

The researcher conducted semi-structured in-depth interviews as part of the qualitative data
collection method. The researcher used in-depth interviews to collect detailed information on the
ministry's internal communication satisfaction and organizational communication processes. This
in-depth interviews data collection method allowed the researcher to explore participants'
experiences and more clearly describe the quantitative research questionnaire of CSQ.

The interview consists of six semi-structured questions, all of which are open-ended. These
semi-structured, open-ended questions are useful to express their feelings and information for the
interviewee. These semi-structured, open-ended questions are prepared in Amharic, and after the

interview, the answers of the interviewee are translated into English and coded in 1 & 2. The
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content of the open-ended questions focused on military internal communication satisfaction and
organizational communication. Finally, the interviews were used to triangulate the quantitative

data results and findings.

To ensure the selection of the most relevant respondents with specific knowledge and experience
on internal organizational communication satisfaction, the researcher applied purposive

sampling.

The researcher purposefully and carefully selects two senior-ranked military department
directors (managers) who have expertise in both the organizational and strategic oversight
necessary to provide empirically grounded insights into the Ministry's internal communication
satisfaction and organizational communication. By focusing on these two senior military-ranked
managers, the researcher aims to gather in-depth qualitative data that gives detailed information

about the ministry’s internal communication satisfaction and organizational communication.
3.7. Pilot Test

The pilot study involved ten military personnel employed by the Ethiopian Ministry of Defense
(EMoD). The original questionnaire was adapted from Downs and Hazen's (1977)
Communication Satisfaction Questionnaire (CSQ), a well-established instrument designed to
assess organizational communication satisfaction. The CSQ incorporates both open-ended and
closed-ended questions, using a seven-point Likert scale to measure respondents’ satisfaction

across eight original dimensions of organizational communication.

Following the pilot test, several modifications were implemented to improve clarity and
precision. First, Question 3 was restructured to categorize military ranks into four distinct
groups: commissioned officer ranks (General/flag officers, senior officers, and junior officers)
and non-commissioned officer ranks. This hierarchical arrangement ensures logical progression
from higher to lower ranks, improving respondent comprehension and accuracy in data

collection.

Additionally, certain questions required refinement after translation from English to Amharic.

Ambiguous phrasing in survey questions 19, 20, 24, 43, 44, and 45 was clarified. For instance,
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the vague term "the organization” was replaced with "the Ethiopian Ministry of Defense

(EMoD)" to remove possible confusion.

Finally, the revised questionnaire simplified smoother data collection, as respondents could

navigate the instrument with greater ease and accuracy.

3.8. Data Processing and Analysis

The collected survey communication satisfaction questionnaires underwent a comprehensive
screening process to identify and remove any missing data. After this initial cleaning, the data
was encoded into SPSS 26 software for further analysis. The analysis incorporated a range of
statistical measures, including frequency, mean, correlation, ANOVA, and regression. Although,
during data analysis and interpretation, the qualitative data were integrated with quantitative
data. Descriptive statistics, such as percentages, ratios, means, and standard deviations, were
utilized to effectively summarize and interpret the data. The results are presented through tables

and graphs to ensure a clear and concise understanding of the findings.

3.9. Ethical Considerations

In this study, ethical considerations were strictly observed throughout all stages of the research
process. The researcher had a letter from Addis Ababa University School of Journalism and
Communication to the study organization to get permission from the Ethiopian Ministry of
Defense from which the data was collected. Informed consent was obtained from all participants,
ensuring that their involvement was voluntary and that they had the right to withdraw at any time
without any negative consequences. Confidentiality and anonymity were maintained by securely
storing data and removing any identifying information, safeguarding the privacy of the study

participants.

Additionally, the researcher followed the principles of honesty, integrity, and transparency in
collecting, analyzing, and reporting data. Furthermore, the researcher made a concerted effort to
avoid any misleading or deceptive statements during the translation of Downs and Hazen's

(1977) communication satisfaction questionnaire (CSQ) from English to Amharic. Throughout
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the research process, all secondary data sources were appropriately cited to acknowledge

intellectual property, uphold academic integrity, and ensure the avoidance of plagiarism.
3.10. Reliability and Validity

The reliability and validity of the Downs and Hazen's (1977), communication satisfaction
questionnaire (CSQ) measured the reliability and validity to ensure its appropriateness for the

study.

These standardized questionnaires have consistently demonstrated their reliability and validity in
measuring the intended variables, as evidenced by a Cronbach’s alpha exceeding 0.7 (70%),

indicating strong internal consistency.

Table 1: Reliability and Validity Statistics

Reliability Statistics

Cronbach's Alpha N of Items

983 40

As indicated in Table 1, the Cronbach's alpha test shows that the instrument has an exceptionally
high level of internal consistency, with a value of 0.983 (98.3%), which exceeds the normally
accepted threshold of 0.70. Therefore, the communication satisfaction survey instrument is
considered reliable, and the subsequent findings and conclusions can be regarded as having

acceptable reliability.
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CHAPTER FOUR

4. DATA ANALYSIS AND INTERPRETATION

From the total of 217 distributed questionnaires, 209 were successfully collected which makes
response rate of 96.31%. The remaining 9 questionnaires (3.66%) were not retrieved due to loss
or non-return by the respondents. Among the 209 collected questionnaires, 8 were incomplete
and thus excluded from the analysis. Consequently, 201 questionnaires (92.62%) were usable for
further analysis, while 17 questionnaires (7.37%) were discarded due to incompleteness or non-
response. Therefore, a valid response rate of 92.62% is considered satisfactory and significant for
the purposes of this study.

4.1. Demographic Background of study Participants

In this subtitle, the study participants’ background information (demographics: sex and age),
military service (rank and work in the current position), work for the organization (service

duration on EMoD), and formal educational level are described in detail.

Figure 3: Sex distribution of the study participants

Sex distribution of the study participants

M Male (n=152)
M Female (n=49)

Figure 2 presents demographic information of the study participant by sex. The data indicates
that male military personnel form a considerable majority, numbering 152 military personnel
(75.6% of the sample), whereas female study participants found a significantly smaller
proportion, with only 49 military personnel (24.4%).
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Figure 4: Age distribution of the study participants

Age distribution of the study participants
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Figure 3 presents the age distribution of the study participant. From the total sample size for the
study of 201 military personnel, the largest proportion of 90 military personnel (44.8%) falls
within the 30-39 age group, followed by those aged 21-29, number of 62 military personnel
(30.8%). Smaller proportions are shown in the 40-49 (16.4%, n = 33) and 50-59 (8.0%, n = 16)

age groups.

Figure 5: Military rank groups of the study participants

Military rank groups of the study participants

i Senior officers (n=37)
id Junior officers (n=103)
M Other ranks (n=61)

Figure 4 presents the distribution of study participants according to their military rank group.
Among a total of 201 military personnel who participated in the study, senior officers 37 military

personnel, representing 18.4% of the total sample. The largest group was composed of junior
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officers, 103 military personnel, making up 51.2% of the total. The other rank group, with a
number of 61 military personnel, corresponds to 30.3 % of the sample. In summary, senior
officers and junior military personnel together comprised 69.62% of the study participants, while
30.38% were other military ranks. The data shows that the majority of study participants are

commissioned military officers.

Figure 6: Worked on the current position of the study participants

Worked on the current position of the study
participants
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Figure 5 presents the distribution of study participants based on the duration they have worked in
their current position. Out of the total 201 military personnel, 25 military personnel (12.4%)
responded to having worked in their current position for less than one year. The largest
proportion, 107 military personnel (53.2%), responded they had served in their current position
for 1 to 5 years. A number of 52 military personnel (25.9%) had worked in their position for 6 to
10 years, while 17 military personnel (8.5%) had more than 10 years of experience in their
current position. over all the data shows that nearly 65.6% of study participants worked in their
current position for five years or less, and 91.5% for ten years or less. The majority of military
personnel are relatively new to their current position, with only a small proportion (8.5%) having

over a decade of experience in the same position.
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Figure 7: Worked for the organization the (EMoD)
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The above figure 6 presents data on the total number of years study participants worked for the
EMoD. Only 10 military personnel (5.0%) have worked for the EMoD for 1 to 5 years. In larger
groups, 51 military personnel (25.4%) have worked 6 to 10 years. The majority, 140 military
personnel (69.7%), have worked in the EMoD for more than 10 years. The cumulative
percentage shows that only 30.4% of the military personnel have worked for the ministry for 10
years or less, whereas more than two-thirds of the military personnel (69.7%) served in the role

for more than ten years.

Figure 8: Formal educational background of the study participant
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Figure 7 presents the formal educational background of the study participants. A small number, 4
military personnel (2.0%), have only completed high school. 72 military personnel (35.8%)
responded to having completed some college education. The largest group 95 military personnel
(47.3%), have a college degree, indicates that nearly half of the sample had attained an
undergraduate level of education. Additionally, 30 military personnel (14.9%) have completed a
master’s degree. Overall, 85.1% of military personnel have completed at least some college

education, and 30 respondents (14.9%) had attained a graduate-level degree.

4.2. Reliability test for Communication Satisfaction Dimensions

Table 2: Reliability test for Communication Satisfaction Dimensions

Dimension of communications Number of Cronbach's Alpha
Items
Supervisor Communication 5 .863
Subordinate Communication 5 979
Organizational Integration 5 824
Media Quality 5 .858
Horizontal Communication 5 .844
Communication Climate 5 .855
Personal Feedback 5 .810
Organizational/corporate Information 5 .790
Overall Communication Satisfaction 40 .852

Source: Researcher’s survey finding (2025)

Table 2 presents the results of the reliability analysis for the eight dimensions of communication
satisfaction. The reliability of each eight dimensions was evaluated using Cronbach's alpha, a
measure of internal consistency. As shown in the table, all eight dimensions, as well as the
overall communication satisfaction score show high levels of reliability, with Cronbach's alpha

values exceeding the commonly accepted threshold of 0.70 (70%).

Subordinate communication dimension is the highest reliability with a Cronbach’s alpha of
0.979, indicating excellent internal consistency. This was followed by supervisor communication

(a = 0.863), media quality (o = 0.858), communication climate (o = 0.855), and horizontal
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communication (o = 0.844). Organizational integration and personal feedback also show strong
reliability, with alpha values of 0.824 and 0.810. The Organizational/ corporate Information

dimension had the lowest, but still acceptable, reliability coefficient of 0.790.

The overall communication satisfaction dimensions, a Cronbach’s alpha of 0.852, confirm the
high internal consistency of the perfect instrument. These results indicate that the dimensions of

communication satisfaction are a reliable tool for this study.

4.3. Regression Analysis and Linearity test

Figure 9: Regression Analysis

Histogram

Dependent Variable: In the past 6 months, what has happened to your level of satisfaction?

Mean = B.03E-16
St Dev. = 0.861
M=32

Frequency

-3 -2 -1 0 1 2 3

Regression Standardized Residual

Figure 8, the regression standardized residuals for the dependent variable “In the past 6 months,
what has happened to your level of satisfaction?”. The purpose of such a histogram is typically to
assess the normality of residuals in a regression analysis, which was an important assumption in

linear regression.
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The histogram displays a roughly bell-shaped curve, indicates that the standardized residuals are
approximately normally distributed. Most of the residuals fall between -2 and +2, shows that the
residuals do not have extreme outliers and follow a symmetrical pattern. The residuals are
approximately normally distributed, as showed by the bell-shaped curve and near-zero mean.
Therefore, the regression model looks to meet the normality assumption, supporting the validity

of the statistical inferences drawn from the model.
Figure 10: Normality test

Normal P-P Plot of Regression Standardized Residual

Dependent Variable: In the past 6 months, what has happened to your level of satisfaction?
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Figure 9, Normal P-P Plot of the regression standardized residuals shows that the residuals are
closely aligned with the expected cumulative probabilities of a normal distribution. This
indicates the assumption of normality is reasonably met for the dependent variable “In the past 6
months, what has happened to your level of satisfaction?”. Therefore, the regression results are

statistically acceptable with respect to this assumption.
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4.4. Analysis of Dimensions of Communication

Subordinate Communication Dimension

Table 3: Decrepit Statistics of Subordinate Communication Dimension

Subordinate communication dimension survey Mean Median Std. Deviation
questions
46. Extent to which my staff are responsive to 5.84 6.00 .987

downward-directive communication

47. Extent to which | can avoid having 5.75 6.00 916

communication overload

48. Extent to which to which my staff anticipate my 5.84 6.00 .987

needs for information

49. Extent to which my staff are receptive to 5.81 6.00 .965

evaluations, suggestions and criticisms

50. Extent to which my staff feel responsible for 5.84 6.00 .954

initiating accurate upward communication.

The above table 4 presents military personnel responses to five survey questions related to
subordinate communication dimensions. All five subordinate communication dimensions show
high mean scores, ranging from 5.75 to 5.84. The highest mean values (5.84) were shown for
survey questions number Q46, Q48, and Q50, indicates that respondents perceive their military
staff as both responsive to directive communication and proactive in upward communication.
Survey Q 47, "Extent to which | can avoid having communication overload,” received the lowest
mean score (5.75), although it shows relatively favorable perception. The median scores for all
five survey questions are uniformly 6.00, shows central tendency toward satisfaction across the
subordinate communication dimensions. The standard deviations for the survey questions are
relatively low, ranging from 0.916 to 0.987, indicates that responses are fairly consistent across

military personnel.
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Horizontal Communication Dimension

Table 4: Descriptive Statistics of Horizontal Communication Dimension

Horizontal communication dimension survey Mean Median Std. Deviation

questions

35. Extent to which the grapevine is active in the 4.96 5.00 1.119
Ministry

37. Extent to which communication with other 4.89 5.00 1.248

employees at my level is accurate and free

flowing

38. Extent to which communication practices are 5.03 5.00 1.204

adaptable to emergencies

. . . 5.09 5.00 1.143
39. Extent to which my work group is compatible

44. Extent to which informal communication is 4.93 5.00 1.194

active and accurate

The above table 5 presents descriptive statistics for five horizontal communication dimensions.
Survey questions assess the activity of the grapevine, accuracy of lateral communication,
adaptability of communication during emergencies, work group compatibility, and the accuracy
and activity of informal communication at the EMoD.

Across the five horizontal communication dimension survey questions, the mean scores range
narrowly from 4.89 to 5.09, shows a moderately positive result. The highest mean score (M =
5.09) showed that for survey Q 39, "Extent to which my work group is compatible”, the military
personnel generally perceive strong compatibility within their work groups. Survey Q37, "Extent
to which communication with other employees at my level is accurate and free-flowing," showed
the lowest mean (M = 4.89), shows comparatively less satisfaction with peer-level

communication.

Supervisor Communication Dimension
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Table 5: Descriptive statistics of Supervisor Communication Dimension

Supervisor communication dimension survey Mean Median Std. Deviation

guestions

27. Extent to which my supervisor listens and pays 4.92 5.00 1.294
attention to me

29. Extent to which my supervisor offers guidance 4.85 5.00 1.372
for solving job related problems

32. Extent to which my supervisor trusts me 5.05 5.00 1.101

36. Extent to which my supervisor is open to ideas 5.01 5.00 1.204

41. Extent to which the amount of supervision 5.01 5.00 1.194

given me is about right

The above table 6 presents descriptive statistics for five survey questions related to the
supervisory communication dimension. These questions assess key aspects of the supervisor and
military personnel relationship, including listening behavior, guidance on job-related issues,

trust, openness to ideas, and appropriateness of supervision levels.

The mean scores for these survey research questions range from 4.85 to 5.05, indicates generally
positive awareness of supervisory communication among military personnel. The highest mean
was shown for survey Q32, "Extent to which my supervisor trusts me" (M = 5.05), indicating a
relatively strong perception of trust from supervisors. The lowest mean score was recorded for
survey Q 29, "Extent to which my supervisor offers guidance for solving job-related problems™
(M = 4.85). The standard deviations range from 1.101 to 1.372, indicates moderate variability in

responses.
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Media Quality Communication Dimension
Table 6: Descriptive Statistics of Media Quality Communication Dimension

Media quality dimension survey questions Mean Median Std. Deviation

31. Extent to which the Ministry communications 4.88 5.00 1.359
are interesting and helpful

40. Extent to which our meetings are well 491 5.00 1.205
organized

42. Extent to which written directives and reports 5.01 5.00 1.133

are clear and concise

43. Extent to which the attitudes toward 4.98 5.00 1.255
communication at the Ministry are basically

healthy.

45, Extent to which the amount of communication 497 5.00 1.109
at the Ministry is about right.

The above table 7 presents descriptive statistics for five survey questions related to the media
quality communication dimension. The survey questions communication quality, meeting
organization, clarity of written materials, the overall communication climate, and the sufficiency
of communication volume. The mean scores across the five media quality survey questions range
from 4.88 to 5.01. The highest average rating was shown on survey Q42, “Extent to which
written directives and reports are clear and concise” (M = 5.01), indicates that written
communication is viewed as relatively effective. Conversely, Survey Q31, “Extent to which the
Ministry communications are interesting and helpful,” shows the lowest mean (M = 4.88),
potentially pointing to a need for improving the engagement and perceived value of ministry-
wide communications. Median values are consistent across all media quality survey questions

(5.00), demonstrating a stable central tendency of moderate satisfaction.
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Organizational Integration Communication Dimension
Table 7: Descriptive statistics of Organizational Integration Communication Dimension

Organization integration communication Mean Median Std. Deviation
dimension survey questions

11. Information about my progress in my job 4.83 5.00 1.534
12. Personnel news 4.90 5.00 1.474
17. Information departmental policies and goals 4.89 5.00 1.406
18. Information requirements of my job 5.06 5.00 1.291
22. Information about employee benefits and pay 4.89 5.00 1.408

The above table 8 presents the descriptive statistics for five survey questions that evaluate the

organization integration communication dimension within the EMoD. The mean scores for these

survey questions range from 4.83 to 5.06, indicates a generally favorable perception of

information dissemination within the EMoD. Survey Q18, "Information requirements of my

job," shows the highest mean score (M = 5.06), suggesting that military personnel feel well-

informed about what is required to perform their duties. Survey Q11, "Information about my

progress in my job," shows the lowest mean (M = 4.83), which may indicates to a relative gap in

feedback or performance-related communication. The standard deviations range from 1.291 to4,

showing a moderate to high level of variability in military personnel experiences.

Personal Feedback Communication Dimension

Table 8: Descriptive statistics of Personal Feedback Communication Dimension

Personal feedback communication dimension Mean Median Std. Deviation
survey questions
14. My job compares with others 5.12 5.00 1.294
15. Information being judged 4.98 5.00 1.271
16. Recognition of my efforts 4.74 5.00 1.440
21. Reports on how problems in my job are being 4.80 5.00 1.328
handled
25. Extent to which my managers/supervisors 471 5.00 1.352

understand the problems faced by staff
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Table 9 presents descriptive statistics for five survey questions to investigate the personal
feedback communication dimension. The mean scores range from 4.71 to 5.12, shows
moderately positive but somewhat varied perceptions across the personal feedback survey
questions. The highest mean score was shown for survey Q14, "My job compares with others"
(M =5.12), indicates a relatively strong perception of job equity or satisfaction in comparison to
peers. In contrast, the lowest mean score was shown for survey Q25, "Extent to which my
managers/supervisors understand the problems faced by staff* (M = 4.71), highlights a potential
area of concern regarding managerial empathy or insight into employee challenges. The standard

deviations range from 1.271 to 1.440, indicates moderate variability.

Communication Climate Dimension

Table 9: Descriptive statistics of Communication Climate Dimension

Communication dimension survey questions Mean Median Std. Deviation

26. Extent to which the Ministry’s communication 4.73 5.00 1.245

motivates me to meet its goals

28. Extent to which Ministry employees have great 491 5.00 1.267

ability as communicators

30. Extent to which communication in the Ministry 4.78 5.00 1.259

makes me identify with it or feel a vital part of it

33. Extent to which | receive in time the information 4.87 5.00 1.329
needed to do my job

34. Extent to which conflicts are handled 4.99 5.00 1.196
appropriately through proper communication

channels

Table 10 presents descriptive statistics for five survey questions related to communication
climate dimensions. The mean scores across the five communication climate survey questions
range from 4.73 to 4.99. The highest mean score is seen in survey Q34, "Extent to which
conflicts are handled appropriately through proper communication channels” (M = 4.99), which
shows that conflict resolution through communication is viewed relatively positively. On the

other hand, Survey Q26, "Extent to which the Ministry’s communication motivates me to meet
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its goals," has the lowest mean (M = 4.73), indicates that communication could be more effective
in inspiring military personnel motivation toward organizational objectives. The standard

deviation values range from 1.196 to 1.329, indicates moderate variability in responses.

Organizational/ Corporate Information Communication Dimension

Table 10: Descriptive statistics of Corporate Information Communication Dimension

Organizational / Corporate information Mean Median Std. Deviation

communication dimension survey questions

13 EMoD Organizational policies and goals 5.11 6.00 1.457

19 Information about government regulations 4.78 5.00 1.297

affecting the Ethiopian Ministry of Defense

(EMoD)

20 Information about changes in the Ethiopian 4.69 5.00 1.373
Ministry of Defense (EMoD)

23 Information about EMoD organizational financial 4.77 5.00 1.341
standing

24 Information about achievements and/or failures of 4.86 5.00 1.239

the Ethiopian Ministry of Defense (EMoD)

The above table 11 presents the summary of five survey questions related to the corporate
information communication dimension. The mean scores range from 4.69 to 5.11. The highest
mean is observed for survey Q13, "EMoD Organizational policies and goals" (M = 5.11),
indicates that military personnel feel relatively well-informed in this area. In contrast, the lowest
mean score was reported for survey Q 20, "Information about changes in the Ethiopian Ministry
of Defense” (M = 4.69), indicates a potential communication gap when it comes to EMoD
organizational updates. The median scores range from 5.00 to 6.00, a relatively strong
perception. The standard deviations range from 1.239 to 1.457, indicates moderate variability in
responses. In summary, the SPSS data indicates a positive organizational information

communication climate within the EMoD.
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Table 11: Mean Rank order of Communication Satisfactions Dimensions

Rank Dimension of communications Mean
1. Subordinate Communication 5.776
2. Horizontal Communication 4.98
3. Supervisor Communication 4.968
4. Media Quality 4.95
5. Organizational Integration 4,914
6. Personal Feedback 4.87
7. Communication Climate 4.856
8. Organizational/ corporate Information 4.842

Over all communication satisfaction 5.074
dimension

Based on the findings presented in the above table 12, the mean scores for the various
dimensions of communication satisfaction within the organization indicate varying levels of
effectiveness. According to Downs and Adrian (2004, p. 145), a mean score below the
conceptual midpoint of 4.0 on a 0-7 scale is considered indicative of a weakness in

communication satisfaction, while scores above this threshold suggest relative strength.

Based on the mean scores across eight dimensions of communication within the EMoD shown in
Table 12, Subordinate Communication achieved the highest mean score of 5.776, indicating a
strong perception of satisfaction in communication between subordinates and their superiors.
This suggests that communication flowing upward within the organizational hierarchy is

perceived positively.

On the other hand, Horizontal Communication (M = 4.98) and Supervisor Communication (M =
4.968) also received relatively high scores, reflecting a generally favorable view of
communication among peers and between supervisors and their direct reports. Similarly, Media
Quality (M = 4.95), Organizational Integration (M = 4.914), and Personal Feedback (M = 4.87)
all fall above the critical midpoint, indicating satisfactory performance in these areas, though

with some room for improvement.
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Similarly communication climate (M = 4.856) and organizational/ corporate Information (M =
4.842) received the lowest mean scores among the dimensions evaluated. Although these scores
are still above the 4.0 threshold, they suggest areas where communication satisfaction is

relatively weaker and may require targeted interventions.

The overall mean score across all dimensions is 5.074, which exceeds the critical threshold and
suggests that, in general, communication satisfaction within the EMoD is at a moderate level of
communication satisfaction. However, the variability among dimensions highlights the need for
a more nuanced, dimension-specific approach to improving internal communication practices,
particularly in the areas of communication climate and Organizational information

dissemination.

4.5. Overall Level of Communication Satisfaction Among Military Staff of the
EMoD

®,

% Research Question One: What is the overall level of communication satisfaction and job
satisfaction among the military staff of the Ethiopian Ministry of Defense?
The first research question aim was to assess the overall level of communication satisfaction and

job satisfaction among the military staff of the EMoD.

Table 12:Communication satisfaction level in the past 6 month among military staff of the
EMoD

Frequency | Percent Valid Cumulative
Percent Percent
Valid | Gone Up 83 41.3 41.3 41.3
Stayed the same 65 32.3 32.3 73.6
Gone down 53 26.4 26.4 100.0
Total 201 100.0 100.0

The above table 13 presents the data that describes the distribution of communication satisfaction
levels among military staff of the EMoD over the past six months. Among the 201 military
personnel, 83 military personnel (41.3%) responded that their communication satisfaction level

had gone up. Whereas nearly one-third of military personnel, 32.3% (65 military personnel),
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stated that their level of communication satisfaction had stayed the same. In contrast, a smaller

percentage, 26.4% (53 military personnel), indicated that their satisfaction had gone down.

The cumulative percentages shows that by combines those whose satisfaction level has gone up
or remained stable, 73.6% of the military personnel did not experience a decline in

communication satisfaction during the past six months.

Similarly, in the survey research questionnaire, question no. 9 ("In the past 6 months, what has
happened to your level of satisfaction?" If you have any reason for the answer you give to the
above question in terms of communication, please write it down here.), the military personnel

responses are summarized as follows:

Over the past six months, study participants responded a significant increase in their
communication satisfaction levels. The military personnel expressed the reasons for their

satisfaction is:

The adoption of modern communication tools, including Telegram, Email, and
WhatsApp, has notably enhanced the efficiency and clarity of internal
communications.  Additionally, the implementation of a new defense
communication structure and associated reforms has been instrumental in

streamlining organizational communication channels.

In the interview with senior military personnel, they expressed a high level of satisfaction with

the internal communication of the EMoD. The first interviewee 1 said that:

"As military personnel and staff, | am very satisfied with our internal
communication. This satisfaction contributes to my overall contentment with my
military role, and | take pride in the work | do both for myself and for my

country.”

Similarly, interviewee 2 also said his satisfaction with communication and shared his perceptions

on military communication as follows:

1 Interviewee - 1
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“I am satisfied with the internal communication of the Ethiopian Ministry of
Defense. Internal communication is essential for our everyday mission and task
is important. Without timely, clear, and appropriate day-to-day communication
our organization the Ethiopian Ministry of Defense has not functioned. Timely
and clear internal communication is not sharing information in our organization
communication is saving all the staff lives and also saving our country and our

organization. Due to these reasons, my communication satisfaction has gone

B )2
up

On the other hand, some military personnel indicated that their level of communication
satisfaction has remained consistent over the past six months. The reasons indicated by the

military personnel are:

The primary reason is lack of transformation in the Ministry was a reason for
this stability. Military staffs emphasized that trust levels between military
personal have remained consistent. Additionally, military staffs pointed to the
hierarchical nature of military relationships, where communication is typically

structured and determined by military rank and protocol.

Finally, some of the military staff indicates a decline in their communication satisfaction over the

past six months. Factors identified by military personnel include:

Difficulty concentrating on current circumstances, which hinders their ability to
fully comply with directives from superiors of the military staff. Additionally, the
relationship between military personal such as subordinates and superiors is
characterized as rigid and hierarchical, resembling a military structure,
resulting in insufficient upward communication to senior leaders. Furthermore,
study participants indicated occasional issues with clarity and confidentiality in

communications between the military rank groups.

The overall findings from the SPSS mean results, open-ended questions, and interviews indicates

that the military staff of the EMoD has experienced a moderate level of communication

2 Interviewee - 2
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satisfaction over the past six months. Similarly, by combining those whose satisfaction has gone
up or remained stable, 73.6% of the military personnel did not experience a decline in
communication satisfaction during the past six months. However, a smaller percentage, 26.4%
number of 53 military personnel, indicated that their satisfaction had gone down.

Communication satisfaction significantly influences job performance by fostering clarity,
engagement, and efficiency in organizational tasks. When employees perceive communication as
effective, they are more likely to understand their roles, receive constructive feedback, and align
their efforts with organizational goals, thereby enhancing productivity (Clampitt & Downs,
1993). In the context of the Ethiopian Ministry of Defense, where hierarchical structures
dominate, ensuring transparent and consistent communication can mitigate ambiguities, thereby

improving operational effectiveness.

Moreover, communication satisfaction is closely linked to employee morale and retention, as it
cultivates a sense of belonging and reduces workplace stress. Studies indicate that employees
who experience open and respectful communication are more committed to their organizations
and less likely to seek alternative employment (Pincus, 1986). For military personnel in Ethiopia,
where high-stakes decisions and prolonged deployments are common, maintaining morale
through effective communication can be pivotal in retaining skilled personnel and sustaining

long-term organizational stability.

Finally, communication satisfaction plays a crucial role in reducing workplace conflicts and
misunderstandings by promoting transparency and mutual understanding. Miscommunication in
high-pressure environments, such as defense institutions, can lead to operational failures or
interpersonal disputes (Guffey & Loewy, 2015). By implementing structured communication
channels and feedback mechanisms, the Ethiopian Ministry of Defense can minimize

misinterpretations, thereby fostering a more cohesive and conflict-resistant workforce.
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4.6. Job satisfaction among military staff of the EMoD

Table 13: Job satisfaction among military staff of the EMoD

Frequency Percent Valid Cumulative
Percent Percent
Valid Very dissatisfied 29 14.4 14.4 14.4
Dissatisfied 21 10.4 10.4 24.9
Somewhat dissatisfied 13 6.5 6.5 31.3
Indifferent 17 8.5 8.5 39.8
Somewhat satisfied 27 13.4 134 53.2
Satisfied 66 32.8 32.8 86.1
Very satisfied 28 13.9 13.9 100.0
Total 201 100.0 100.0

The above table 14 presents an overview of the military personnel and their levels of job
satisfaction. Out of the total 201 military personnel, 29 military personnel (14.4%) responded
were very dissatisfied with their job, while 21 military personnel (10.4%) responded dissatisfied,
and 13 military personnel (6.5%) stated that they were somewhat dissatisfied. Together, these
three categories represent 31.3% of the sample, indicates vary on the degrees of job
dissatisfaction.

On the other hand, 27 military personnel (13.4%) were somewhat satisfied, 66 military personnel
(32.8%) were satisfied, and 28 military personnel (13.9%) responded very satisfied. In total,
60.1% of military personnel responded with some level of satisfaction with their job.
Additionally, 17 military personnel (8.5%) were indifferent, indicates a neutral stance toward

their job.

On the other hand, these military personnel responded very dissatisfied, dissatisfied and
somewhat dissatisfied explains the reasons in response to open-ended survey question number

10, ("Please indicate any barriers that hinder your present job satisfaction™)
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The primary reason indicated was the lack of modern and up-to-date communication
tools, which limits effective internal communication. Additionally, strained
relationships between senior leaders and lower-ranking personnel were noted, with
concerns that feedback from subordinates often fails to reach senior officials. A lack
of attention to the current context also obstructs the effective implementation of
orders from superiors. Some military personnel pointed out issues of unclear and
non-confidential communication between different rank groups. Finally, concerns
were raised about the suitability of senior officials and department directors, citing

their unfamiliarity with procedures, perceived bias, and isolation due to rank-based

appointments.

Overall, among the military staff who participated in this study and worked for the EMoD, the

SPSS data shows that a significant portion of 121 military personnel (60.0%) are satisfied with

their job. However, a considerable 63 military personnel (31.3%) experienced minority

dissatisfaction.

4.6.1. The Relationship between Communication Satisfaction and Job Satisfaction

To assess the relationship between communication satisfaction and job satisfaction by examining

the extent to which communication satisfaction influences and correlates with overall job

satisfaction among military personnel.

Table 14: Correlation Analysis between Job Satisfaction and Dimensions of Communication

satisfaction

Correlations

How Supervisor Subordina Organiz Media Horizontal Commu Personal Corpora
satisfied are Communi te ational Quality Communi nication Feedbac te
you with cation Communi Integrati cation Climate k Informat
your job? cation on ion
How satisfied Pearson 1
are you with Correlation
your job? Sig. (2-tailed)
N 201
Supervisor Pearson 3907 1
Communicati Correlation
on Sig. (2-tailed) .000
N 201 201
Subordinate Pearson 307 8147 1
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Communicati Correlation
on Sig. (2-tailed) .087 .000
N 32 32 32
Organization Pearson 4047 767 6897 1
al Integration Correlation
Sig. (2-tailed) .000 .000 .000
N 201 201 32 201
Media Pearson 360" 828" 812" | 765" 1
Quality Correlation
Sig. (2-tailed) .000 .000 .000 .000
N 201 201 32 201 201
Horizontal Pearson 2927 785" 7137 | 7247 838" 1
Communicati Correlation
on Sig. (2-tailed) .000 .000 .000 .000 .000
N 201 201 32 201 201 201
Communicati | Pearson 3707 8557 6737 | 7637 8347 8337 1
on Climate Correlation
Sig. (2-tailed) .000 .000 .000 .000 .000 .000
N 201 201 32 201 201 201 201
Personal Pearson 409 735" 6987 | 746" 6797 6647 | 7317 1
Feedback Correlation
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000
N 201 201 32 201 201 201 201 201
Organization | Pearson 3697 6987 6907 | .798™ 718™ 7287 | 7977 | 7727 1
al/ corporate Correlation
Information Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000
N 201 201 32 201 201 201 201 201 201

**_Correlation is significant at the 0.01 level (2-tailed).

Source: Researcher’s survey finding (2025)

As presented in the above table 15 Pearson correlation coefficients were computed to examine

the relationship between job satisfaction and eight dimensions of communication satisfaction.

The correlation result for each dimension were, supervisor communication (r = .390, p = .000),
subordinate communication (r = .307, p = .087), organizational integration (r = .404, p = .000),
media quality (r = .360, p =.000), horizontal communication (r = .292, p = .000), communication
climate (r = .370, p =.000), personal feedback (r = .409, p = .000), and organizational/ corporate
Information (r = .369, p =.000).
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Similarly, the results show that most communication dimensions were moderately and
significantly correlated with job satisfaction. Specifically from eight dimensions of
communications, supervisor communication (r = .390, p < .01), organizational integration (r =
404, p < .01), media quality (r = .360, p < .01), communication climate (r = .370, p < .01),
personal feedback (r = .409, p < .01), and organizational/ corporate Information (r = .369, p <

.01) all showed significant positive correlations with job satisfaction.

The correlation analysis between job satisfaction and eight dimensions of communication,
including supervisor communication, subordinate communication, organizational integration,
media quality, horizontal communication, communication climate, personal feedback,
organizational/ corporate Information, and personal feedback, each showed significant positive

correlations with military personnel’s job satisfaction.

In summary, The correlation analysis indicates a significant positive relationship (p < .01)
between job satisfaction and communication satisfaction among military personnel within the
Ethiopian Ministry of Defense (EMoD). Effective communication is instrumental in cultivating a
positive organizational climate, clarifying roles, and fostering cooperative dynamics between
personnel and leadership. According to Pincus (1986), employees who perceive organizational
communication as transparent and responsive report higher job satisfaction, driven by reduced
uncertainty and increased engagement. In structured institutions like the EMoD, where clarity
and timely feedback are crucial, communication satisfaction significantly contributes to job
satisfaction. These findings underscore the strategic importance of effective communication in
sustaining employee motivation and organizational commitment (Clampitt & Downs, 1993).

Discussion

This study correlation analysis result indicates a statistically positive relationship (p < .01)
between job satisfaction and communication satisfaction among military staff of EMoD. Also,
the findings of this study align with Yirgalem (2022), An assessment of communication
satisfaction at the Ethiopian Postal Service Enterprise, while also supporting broader empirical

evidence demonstrating communication satisfaction's significant impact on both job satisfaction
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and performance outcomes (Allen et al., 2018; Tourish, 2020). The study finding reveals that job

satisfaction is a significant relation on the EMoD internal communication satisfaction.

4.7. The Relationship between Supervisor/Subordinate Communication
Dimensions and Communication Satisfaction

The study examines the relationship between supervisor-subordinate communication dimensions
and communication satisfaction within the hierarchical structure of the Ethiopian Ministry of
Defense (EMoD).

Supervisor Communication

In the survey communication satisfaction questionnaire (Questions 27, 29, 22, 36, and 41) were
included to examine whether relationships between supervisory communications have an effect
on communication satisfaction. These questions measure how willing and comfortable military

personnel are in initiating upward communication with their supervisors.

Table 15 shows the results of the Pearson correlations, which shows a statistically significant
positive association between job satisfaction and supervisor communication (r = .390, p < .01).
This correlation result indicates that military staff that experience more frequent and effective
communication with their supervisors have a tendency to report higher levels of job satisfaction

and communication satisfaction.
Subordinate Communication

Similarly, in the survey communication satisfaction questionnaire (Questions 46, 47, 48, 49, and
50) were prepared to assess subordinate communication, specifically focuses on how satisfied
military personnel are with two-way (upward and downward) communication with their
supervisors. From the study participant to fill the survey questionnaire, 32 directorate directors,

and directors participated.

As shown in the above table 15, the relationship between job satisfaction and communication
with subordinates showed a positive correlation (r = .307), but the correlation was not

statistically significant (p = .087). However, the direction of the correlation indicates that
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improved communication with subordinates could be linked to greater job satisfaction; the result

does not meet the conventional threshold for statistical significance (p < .05).

In summary, the communication satisfaction is positively and significantly associated with the
quality of interactions between supervisors and subordinates. This includes communication
through both formal channels such as official directives and structured meetings and informal
channels, such as casual conversations and unofficial feedback. The results suggest that effective
communication across these various levels and modes contributes meaningfully to overall

communication satisfaction within the EMoD.

4.8. The Relationship between Communication Satisfaction and Military Rank

Research Question Two: Is there a significant difference between communication satisfaction

and military rank groups?

The aim of research question two was to examine the relationship between military rank and the
level of communication satisfaction among the military staff of the Ethiopian Ministry of
Defense (EMoD). To examine the relationship, the researcher employs cross-tabulation analysis,

ANOVA, and post hoc comparisons.

Table 15: Cross-tabulation analysis between military rank and the level of communication
satisfaction in the past six months

Rank * In the past 6 months, what has happened to your level of communication
satisfaction? Crosstabulation
Count
In the past 6 months, what has happened to your Total
level of communication satisfaction?
Gone Up Stayed the same Gone down
Rank Senior officers 19 8 10 37
Junior officers 36 40 27 103
Other ranks 28 17 16 61
Total 83 65 53 201

Table 16: A cross-tabulation analysis examines the relationship between military rank and the
level of communication satisfaction among military personnel of the Ethiopian Ministry of
Defense (EMoD) over the past six months. Among senior officers (n = 37), 51.4% (n = 19) said

their communication satisfaction had gone up, 21.6% (n = 8) indicated stayed the same, and 27%
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(n = 10) responded gone down. For junior officers (n = 103), 35% (n = 36) responded gone up,
38.8% (n = 40) responded stay the same, and 26.2% (n = 27) responded gone down in
communication satisfaction. Among military personnel in other ranks (n = 61), 45.9% (n = 28)
responded that their satisfaction has gone up, 27.9% (n = 17) said it has stayed the same, and

26.2% (n = 16) responded gone down.

Furthermore, to examine whether there was a statistically significant relationship between
communication satisfaction and military rank, a one-way analysis of variance (ANOVA) was

conducted, followed by post hoc comparisons to identify specific group differences.

Table 16: ANOV test between Military rank and communication satisfaction

ANOVA
Overall communication satisfaction
Sum of Df Mean F Sig.
Squares Square
Between Groups 10471.113 2 5235.557 5.626 .004
Within Groups 184258.260 198 930.597
Total 194729.373 200

The ANOVA results in Table 17 show a statistically significant difference in overall
communication satisfaction among the rank groups (F (2, 198) = 5.626, p = .004). This ANOVA
test result shows that the mean communication satisfaction scores are not equal across between

military rank groups.

Table 17: Post hoc comparisons between Military rank and communication satisfaction

Dependent Variable: communication satisfaction

Bonferroni

(|) Rank (J) Rank Diﬁe':giiz ) Std. Sig. 95% Confidence Interval
Error Lower Bound Upper Bound

Senior Junior officers 19.454" 5.847 .003 5.34 33.57

officers Other ranks 16.308" 6.357 .033 .96 31.66

Junior Senior officers -19.454 5.847 .003 -33.57 -5.34

officers Other ranks -3.145 4.929 1.000 -15.05 8.75

Other Senior officers -16.308 6.357 .033 -31.66 -.96

ranks Junior officers 3.145 4.929 1.000 -8.75 15.05

*. The mean difference is significant at the 0.05 level.
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However, Table 18, post hoc comparisons, shows that senior officers have significantly higher
communication satisfaction than both junior officers (mean difference = 19.45, p = .003) and
other ranks (mean difference = 16.31, p = .033). However, there is no significant difference
between junior officers and other ranks (mean difference = -3.15, p = 1.000).

In summary, the cross-tabulation analysis, ANOVA test, and post hoc comparisons results
indicates a notable differences in communication satisfaction across military ranks. Senior
officers have significantly higher satisfaction levels compared to junior officers and other ranks
among military staff of EMoD.

4.9. Analysis of Communication Channels
¢ Research Question 3: Which communication channels are the most effective within the

Ethiopian Ministry of Defense.
The primary objective of research question three is to assess the most effective communication

channels within the Ethiopian Ministry of Defense
4.9.1. Formal Communication Channel

In the CSQ survey questionnaire, formal communication was assessed through two key
communication dimensions: Organizational/ corporate Information and media quality. These
dimensions were developed to evaluate whether the amount and quality of information military
personnel receive about the ministry's goals, policies, and financial issues, and whether the
communication they receive, such as through meetings and emails, is adequate to help them
effectively perform their job. Together, these dimensions provide insight into the overall

effectiveness of formal communication processes within the EMoD.

Pearson correlation analysis table 15 shows the relationship between job satisfaction and the two
dimensions of formal communication: Organizational/ corporate Information and media quality.
The correlation analysis also shows that statistically significant positive relationships exist
between job satisfaction and both media quality (r=.360, p <.01) and organizational/ corporate
Information (r=.369, p <.01). Although the result shows that higher quality of communication
media and more effective dissemination of corporate information are moderately associated with

increased levels of job satisfaction.
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Overall, the Pearson correlation analysis shows that formal communication, as represented by
organizational information and media quality, has a statistically significant relationship with

communication satisfaction among military staff of the EMoD.

4.9.2. Informal Communication Channel

Informal communication conceptualized through two key dimensions horizontal communication
and personal feedback. Horizontal communication dimension assesses the extent to which
military personnel feel comfortable using informal communication channels to discuss work-
related issues with their co-workers. Personal feedback dimension evaluates how frequently and
effectively military staffs receive informal, individualized feedback from colleagues or
supervisors, which contributes to their sense of recognition, clarity, and interpersonal connection

within the ministry.

In the above table 15, a Pearson correlation analysis were conducted to examine the relationship
between informal communication dimensions horizontal communication and personal feedback

and job satisfaction.

The results in table 15 indicates a statistically significant positive correlation between job
satisfaction and personal feedback (r=.409, p <.01), shows that military staff who receive more

consistent and meaningful feedback tend to report higher job satisfaction.

Additionally, horizontal communication was also significantly and positively correlated with job
satisfaction (r=.292, p <.000), indicating that effective peer-to-peer communication contributes

to a more satisfying work environment among military staffs of EMoD.

The correlation analysis data reveals that the effectiveness of formal communication methods
such as official reports, briefings, and memos alongside unstructured interactions like peer
conversations and informal exchanges is critical in influencing military personnel’s perceived
satisfaction with the communication. The significant positive relationship indicates the necessity
of promoting both formal and informal communication practices to improve organizational

communication satisfaction within military staff of EMoD.
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Over all, the correlation analysis shows that both formal and informal communications are
statistically significantly (p < 0.01) related to communication satisfaction among military staff of
EMoD.

Furthermore, in order to identify the most effective communication channel within the EMoD, as
a military organizational, the researcher conducted an in-depth qualitative interview. This
method was chosen to gain detailed insights into communication practices and preferences from

individuals directly involved in the organizational communication.
Interviewee 1 further said:

“The interaction between military staff and superiors, as well as between
military personnel and immediate superiors, is critical. Military staff and the
military directorate general's and other staff's internal communication is very
timely, and the communication is done according to the level of rank. The
communication way is from high rank to lower rank, and feedback or reports are

from lower rank to higher rank. ”3

Similarly, “Internal communications of military staffs are strict; communication in the military
staff is done according to the rank level. Also, military staff must use the military protocol to

communicate with each other,” said the interviewee 2.*

Overall, the comprehensive analysis of both quantitative data processed using SPSS and
qualitative data gathered through in-depth interviews indicates that formal communication
channels are the most effective within the Ethiopian Ministry of Defense (EMoD), reflecting its
military organizational structure. The statistical results from SPSS reveal a significant preference
among personnel for structured communication methods. Concurrently, thematic analysis of the
interview data underscores the alignment of formal channels with established hierarchical
protocols. In summary, formal channels of communication such as official briefings, written
directives, and communication through the chain of command are the most effective within the
EMoD.

3 Interviewee - 1
4 Interviewee - 2
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4.10. Communication Barriers

% Research Question 4: What are the key barriers that affect effective communication
within the Ethiopian Ministry of Defense?
The aim of research question four is to identify and analyze the primary barriers affecting

effective communication within the Ethiopian Ministry of Defense.

According to Smith (2018) and Jones et al. (2020), effective organizational communication is
often impeded by several recurring challenges, such as misaligned goals, language barriers,
inflexible hierarchical structures, cultural differences, and limitations in technological

infrastructure.

In this study, among the dimensions of communication assessed, the SPSS data analysis shows
that communication climate (M = 4.856) and organizational/ corporate Information (M = 4.842)
indicated the lowest mean scores. Although both scores remain above the acceptable threshold of
4.0, they indicate relatively lower levels of satisfaction in these areas, suggesting a need for
focused improvement efforts. The comparatively low scores in communication climate and
organizational/ corporate Information highlight these dimensions as critical concerns, potentially

acting as key barriers to overall communication satisfaction within the organization.

On the other hand, to identify the primary communication barriers, the survey questionnaire
included an open-ended item question no. 9 which asked (“In the past 6 months, what has
happened to your level of satisfaction?" If you have any reason for the answer you give to the
above question in terms of communication, please write it down here.). This question no. 9 was
designed to gather qualitative insights into the specific factors influencing military personnel
communication satisfaction, providing a deeper understanding of the perceived barriers within
the EMoD.

The military personnel indicated that their level of communication satisfaction has remained the
same and a decline in their communication satisfaction over the past six months responses are

summarized as follows:
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Military staffs emphasized that trust levels between military personal have
remained consistent. Additionally, military staffs pointed to the hierarchical
nature of military relationships, where communication is typically structured and
determined by military rank and protocol. Difficulty concentrating on current
circumstances, which hinders their ability to fully comply with directives from
superiors of the military staff. Additionally, the relationship between military
personal such as subordinates and superiors is characterized as rigid and
hierarchical, resembling a military structure, resulting in insufficient upward
communication to senior leaders. Furthermore, study participants indicated
occasional issues with clarity and confidentiality in communications between the

military rank groups.

Overall, the military personnel emphasized that trust among staff remained constant, but also
noted that the structured and hierarchical nature of military relationships significantly shaped
communication dynamics. Communication in the military is mainly governed by rank and formal

protocols, which can hinder open dialogue and the free exchange of information.

Military personnel also stated that the rigid chain of command often results in limited upward
communication. This lack of upward feedback impairs superiors' ability to accurately gauge the
concerns and suggestions of subordinates. Moreover, military personnel described challenges in
concentrating on current operational tasks due to unclear directives, and they highlighted issues

related to message clarity and the safeguarding of confidentiality across different ranks.

These insights align with broader literature on organizational communication barriers. Johnson
(2019) explains that strict organizational hierarchies can obstruct transparency and impede the
flow of information between different administrative levels. Such structural rigidity can

marginalize personnel, suppress feedback, and ultimately diminish organizational effectiveness.

Accordingly, military protocols such as a hierarchical command structure, strict adherence to
formal procedures, established customs, and an inflexible organizational hierarchy are respected
and necessary within military organizations like the Ethiopian Ministry of Defense (EMoD).

However, these structural elements do not inherently constitute barriers to effective internal
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communication. Instead, the primary obstacles lie in the absence of a well-established internal

communication system and the lack of modern communication technologies.

4.11. Determinant (Predictor) of Communication Satisfaction from Dimension of
Communication
To identify the strongest determinant (predictor) of communication satisfaction from eight

dimensions of communication, a multiple linear regression analysis was conducted with
communication satisfaction as the dependent variable and dimensions of communication as

independent variables.

Table 18: Multiple linear regression analysis

Coefficients®

Model Unstandardized Standardized T Sig. Collinearity Statistics
Coefficients Coefficients
Std. Beta Tolerance VIF
B Error
1 (Constant) 2.609 .902 2.892 .008
Supervisor Communication -.243 135 -1.341 -1.798 .085 .041 24.314
Subordinate Communication 142 .058 .814 2.429 .023 .203 4,915
Organizational Integration 126 .058 .800 2.165 .041 .168 5.962
Media Quality -.139 .098 -.845 -1.423 .168 .065 15.421
Horizontal Communication -.003 .071 -.015 -.038 970 153 6.546
Communication Climate 213 A11 1.230 1.920 .067 .056 17.960
Personal Feedback -.002 .059 -.012 -.029 977 120 8.358
Organizational/ corporate -.136 .076 -.902 -1.782 .088 .089 11.187
Information

a. Dependent Variable: In the past 6 months, what has happened to your level of communication satisfaction?

Table 19 presents a multiple linear regression analysis among the independent variables.
Communication climate and supervisor communication showed relatively high standardized beta
coefficients (B = 1.230 and B = -1.341, respectively), suggests a potential influence on
communication satisfaction. However, their corresponding p-values (p = 0.067 and p = 0.085)
exceeded the conventional significance threshold of 0.05. As a result, their effects were not

statistically significant within the model and thus cannot be considered reliable predictors.

In contrast, organizational integration shows a significant positive effect on communication
satisfaction, with a standardized beta coefficient of p = 0.800 and a statistically significant p-
value (p = 0.041). While this indicates a meaningful contribution to the model, its predictive

strength was slightly lower than that of subordinate communication.
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Subordinate communication emerged as the strongest and most statistically significant predictor
of communication satisfaction. It recorded the highest standardized beta coefficient (f = 0.814)
among all predictors, along with a p-value of 0.023, which confirms its significant and positive
impact.

In summary, subordinate communication was the strongest determinant (predictor) of
communication satisfaction among military staff communication of the EMoD. Subordinate
communication the determinant (predictor) of communication satisfaction reveals that open,
respectful, and responsive communication between subordinates and superiors plays an

important role in creating perceptions of communication accomplishment within the EMoD.

4.3. Interview Analysis

Summary of In-Depth Interview with Interviewee

In the interview, the EMoD senior military personnel described how they communicate with the
ministry’s directors and with military staff regarding the ministries or any information. Most of

the ministry's main directorates and directorates use different communication methods.

In this regard the interviewee 2 said:
“The Ethiopian Ministry of Defense regular communication channels differ from
department to department and directorate to directorate according to their task
and mission. However, most directorates use face-to-face communication, such as
letters, email, internal meetings, and intercoms. "

On the other hand, the ministry's internal communication satisfaction and job satisfaction are not

measured.
“The ministry's internal communication is not measured yearly or monthly at the
organization ministry level. However, military internal communication is critical
because of day-to-day internal communication is non-leave-like other
organizations. Daylily internal communication is critically evaluated” said the

interviewee 1.°

5 Interviewee - 2
6 Interviewee - 2
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With regard to the level of military staffs’ communication and job satisfaction in an organization
and the impact of military staff’s communication and job satisfaction on the work environment

both interviewee 1 and 2 described as follows:

Interviewee 1 said “As [ am military staff of EMoD and as a military person, internal
communication is very good and clear, and timely and appropriate internal communication is
applied in the ministry. Additionally, military internal communication and job satisfaction are
interrelated and very essential. Without internal communication, job satisfaction does not comes.
However, if the internal communication is not done appropriately, as military ethics dictate, the

communication falls apart, and military staff are also not satisfied in their jobs.””

Further, interviewee 2 underlines “Internal communication satisfaction in the ministry is
essential for the military staff because without communication satisfaction no job satisfaction in
military organizations. 1 am very satisfied with our internal communication, and this internal
communication satisfaction makes me feel | am satisfied with my military job. Also, I am proud

of what I work for myself and for my country.”®

On the other hand, both interviewee 1 & 2 described “To improve communication satisfaction,
the ministry must apply up-to-date communication methods including digital communication that
helps internal communication. Additionally, create strong two-way communication methods from

higher ranks to lower-ranked officers and from lower ranks to higher-ranked officers.

In summary, both of the interviewee 1 &2 military personnel of EMoD explained the diverse
communication methods employed within the EMoD, noting that regular channels vary by
department and typically include face-to-face interactions, letters, emails, internal meetings, and
intercoms, all associated with task and mission requirements. Despite the importance of internal
communication in the military context, satisfaction with these communications and job
satisfaction are not systematically measured at the ministry level. Communication is highly
structured and rank-based, flowing downward from senior officers and upward through
feedback, strictly adhering to military protocols. Both interviewee 1 and 2 emphasized the

critical link between effective internal communication and job satisfaction, asserting that clear,

7 Interviewee - 1
8 Interviewee - 2
9 Interviewee - 1&2
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timely, and appropriate communication fosters a positive work environment and pride among
military staff of EMoD. They further suggested that enhancing communication satisfaction
requires modernizing communication tools through digital means and developing strong two-

way communication channels between all military hierarchical levels.
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CHAPTER FIVE

5. CONCLUSION AND RECOMMENDATIONS
5.1. Conclusion

The objective of the study was to investigate the level of communication satisfaction and
dimensions of communication that influence communication among military staff at the

Ethiopian Ministry of Defense.

The study employed a quantitative survey research method. The researcher collected data by
using a systematic random sampling technique. Communication satisfaction questionnaire (CSQ)
was employed with 201 study participants from different rank groups, which included senior
officers, junior officers, and other ranked officers. In-depth interviews were conducted for

triangulation using a purposive sampling method.
The major findings of the study were:

%+ According to the study result, the military staff's level of communication satisfaction in
the past six months, 83 military personnel (41.3%) responded that their communication
satisfaction had gone up, and in contrast, 53 military personnel (26.4%) indicated that
their satisfaction had gone down. The mean value of the result communication
satisfaction of the study showed that the overall mean score across all dimensions is
5.074, which marginally exceeds the conceptual midpoint and shows a generally
moderate level of communication satisfaction among the military staff of EMoD.

% Another key finding of the study, there are significant differences in communication
satisfaction across military rank group of EMoD. Senior officers have significantly higher

levels of satisfaction compared to junior officers and other ranks.

e

% The SPSS statistics results show that, of the 201 study participants, 60.0% of the military
personnel of EMoD are satisfied in their jobs. However, the other 31.3% of military

personnel are experiencing dissatisfaction in their jobs.
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Based on the correlation analysis a significant positive relationship between job
satisfaction and communication satisfaction. Specifically, supervisor communication,
organizational integration, media quality, communication climate, personal feedback, and
organizational/ corporate information all demonstrated statistically significant positive

correlations with job satisfaction (p <.01).

Similarly, the correlation analysis result shows that there is a statistically significant
positive correlation between communication satisfaction and supervisor, subordinate,

formal, and informal communications.

On the other hand, formal channels of communication such as official briefings, written
directives, and communication through the chain of command are the most effective
within the EMoD.

Finally, the study revealed that communication from the subordinate communication

dimension is the most significant factor (predictor) of communication satisfaction.
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Based

5.2. Recommendations
on the findings of the study, the researcher would like to suggest the following

recommendations.

R/
L X4

7

Similarly, over the past six months, a significant portion of military staff have
experienced declining communication satisfaction. To address this, the EMoD should
focus on improving key communication dimensions, including transparency, feedback

mechanisms, and information accessibility.

In addition, the mean communication satisfaction score indicates that military staff
experiences moderate satisfaction levels with current internal communication practices.
To enhance the EMoD organizational internal communication effectiveness, the ministry
should implement targeted strategies including structured communication training
programs, regular interdepartmental forums, systematic feedback mechanisms, leadership

communication workshops, and digital communication platform upgrades.

Equal communication satisfaction across different military rank groups is significant for
military organizations. However, senior officers are more satisfied compared to junior
and other ranked officers. Therefore, the EMoD should give special attention and work
on it to ensure and improve the communication satisfaction of junior and other ranked

officers.

Additionally, to address communication barriers within the Ethiopian Ministry of
Defense (EMoD), it is recommended that the organization adopt a more flexible and
adaptive internal communication system and incorporate modern communication
technologies. These measures are essential for enhancing information flow, fostering
mutual understanding, and promoting effective internal communication among military

personnel.

Finally, to improve communication satisfaction, subordinate communication is a strong
predictor, and the EMOD should encourage open communication channels and mediums
to communicate the lower- and other-ranked military personnel to their supervisors and

create upward/downward communication channels and feedback mechanisms.
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5.3. Directions for Further Research

Further research should apply the theory to a larger sample size and population (including both
military staff and civilian employees) in the Ethiopian Ministry of Defense, including the
Ethiopian Ground Force, Ethiopian Air Force, Ethiopian Navy, and other special operations
forces. Additionally, future studies could explore different theoretical frameworks related to
internal organizational communication satisfaction and job satisfaction, which may reveal other

dimensions of analysis and contribute to a more comprehensive model.
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Appendix
Appendix 1: Communication Satisfaction Questionnaire (CSQ)
Addis Ababa University
School of Media and Communication
Communication Satisfaction Questioner
Research Title: - Investigation into Communication Satisfaction among Military Staff at

Ethiopian Ministry of Defense

Dear respondents:

I am currently pursuing my Postgraduate Degree in School Of Journalism And Communication
Department Of Public Relations And Strategic Communication in Addis Ababa University, as

partial fulfillment towards the completion for the MA Degree.

This Investigation into Communication Satisfaction among Military Staff at Ethiopian Ministry
of Defense Questionnaire: Designed to explore military personal satisfaction with
communication practices within Ethiopian (EMoD) HQ. Hence, | kindly request you to respond
for this questioner while assuring you that the information that you provide will be treated with

confidentiality and shall only be used for the purpose of this academic survey research.

| would also like to remind you that your fair and impartial feedback will make this survey study

a very successful. These questioners were designed for only for the EMoD Military Staff.
Please read the instructions carefully and answer the questions in the order they are presented.

If you require any further information about this study, or have problem in completing this

questionnaire, please contact me by the following address:

Mulugeta Kassaw Email: mullaykassaw@gmail.com

I would be grateful for your cooperation and timely response to this survey.
General Information

1. Whatisyoursex?  A.Male B. Female
2. What is your age? A. Under 20, B. 21-29 C. 30-39 D. 40-49 E. 50-59
F. 60 and above
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. What is your Rank Groups?
A. General /Flag officers  B. Senior officers C. Junior officers D. Other ranks

How long have you been in your current position?

A. Less than 1 year B.1-5years C. 6 -10 years D. 10+ years and above

How long have you worked for the organization?

A. Less than 1 year B.1-5years C. 6 —10 years D. 10+ years and above
. Please indicate which best indicates your formal education.

A. Did not finish high school B. High school C. Completed some

college,

D. College degree E. Post-baccalaureate degree  F. Doctoral degree

How satisfied are you with your job? (Check one)
1. Very dissatisfied
2. Dissatisfied
3. Somewhat dissatisfied
4. Indifferent
5. Somewhat satisfied
6. Satisfied

. Very Satisfied

\‘

In the past 6 months, what has happened to your level of satisfaction? (Check one)
1. Gone up
2. Stayed the same
3. Gone down

If you have any reason for the answer you give for question number 8 in terms of

communication, please jot down here. ==-=---=mmmmmmm oo
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1. Listed below are several kinds of information often associated with a person’s job.

Please indicate how satisfied you are with the amount and/or quality of each kind of

information by putting v mark against the number you chose at the right side of the

table.
1 = Very dissatisfied

2 = Dissatisfied

3 = Somewhat dissatisfied

4 = |Indifferent

5 = Somewhat satisfied 6 = Satisfied 7 = Very satisfied
1 2 3 7 5 5 7
Very Dissatisfied | Somewhat | Indifferent | Somewhat | Satisfied Very
dissatisfied dissatisfied satisfied satisfied
11. | Information about my progress in my job.
12. | Personnel news.
13. | Information about company policies and
goals.
14. | Information about how my job compares
with others.
15. | Information about how I am being judged.
16. | Recognition of my efforts.
17. | Information about departmental policies and
goals.
18. | Information about the requirements of my
job.
19. | Information about government regulations
affecting the Ethiopian Ministry of Defense
(EMoD)
20. | Information about changes in the Ethiopian
Ministry of Defense (EMaoD).
21. | Reports on how problems in my job are
being handled.
22. | Information about employee benefits and
pay.
23. | Information about EMoD financial standing.
24. | Information about achievements and/or
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failures of the Ethiopian Ministry of Defense
(EMoD).

2. Please indicate how satisfied you are with the following by putting ¥ mark against the
number you chose at the right side of the table.

1

2

3

4

5

6

7

Very Dissatisfied | Somewhat Indifferent | Somewhat | Satisfied Very
dissatisfied dissatisfied satisfied satisfied

25. | Extent to which my managers/supervisors
understand the problems faced by staff.

26. | Extent to  which the  Ministry’s
communication motivates me to meet its
goals.

27. | Extent to which my supervisor listens and
pays attention to me.

28. | Extent to which Ministry employees have
great ability as communicators.

29. | Extent to which my supervisor offers
guidance for solving job-related problems.

30. | Extent to which communication in the
Ministry makes me identify with it or feel a
vital part of it.

31. | Extent to which the Ministry
communications are interesting and helpful.

32. | Extent to which my supervisor trusts me.

33. | Extent to which | receive in time the
information needed to do my job.

34. | Extent to which conflicts are handled
appropriately through proper communication
channels.

35. | Extent to which the grapevine is active in the

Ministry.

88




1

2

3

4

5

6

7

Very Dissatisfied | Somewhat Indifferent | Somewhat | Satisfied Very
dissatisfied dissatisfied satisfied satisfied
36. | Extent to which my supervisor is open to
ideas.
37. | Extent to which communication with other
employees at my level is accurate and free
flowing.
38. | Extent to which communication practices are
adaptable to emergencies.
39. | Extent to which my work group is
compatible to me.
40. | Extent to which our meetings are well
organized.
41. | Extent to which the amount of supervision
given me is about right.
42. | Extent to which written directives and
reports are clear and concise.
43. | Extent to which the attitudes toward
communication at the Ministry are basically
healthy.
44. | Extent to which informal communication is
active and accurate.
45. | Extent to which the amount of
communication at the Ministry is about right.
3. For the next five questions, indicate your satisfaction with the following only if you are
responsible for staff as a manger or supervisor.
1 2 3 4 5 6 7
Very Dissatisfied | Somewhat Indifferent | Somewhat | Satisfied Very
dissatisfied dissatisfied satisfied satisfied
46. | Extent to which my staff are responsive to
downward-directive communication.
47. | Extent to which to which my staff anticipate

89




my needs for information.

48. | Extent to which | can avoid having
communication overload.

49. | Extent to which my staff are receptive to
evaluations, suggestions and criticisms.

50. | Extent to which my staff feel responsible for

initiating accurate upward communication.

51. If the communication associated with your job could be changed in any way to make you

more satisfied, please indicate NOW. ---=-====mmmmmmmm oo

THANK YOu!!!
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Appendix 2: Communication Satisfaction Questioner (Amharic)

ealn AN L2.0CA1 CIOHMArt AS hao-LhyOi7 /01
PACO NACH 20T /Choo-Lh, 13/ AChF aoONANe aomPd
NaAUr OPT NAL0 AN LLNCAA 02HMT RS haoo-R1n07 4t FI°VCTH Ok

194 AP PUNEE  £4 ovavldf AU4.ST NeohdT AL ATFAU TR
Ca &P oohAhf TULLAEC POSLC OFST PACH NACH 7290 (hoo-R'LhTi7)
aChg PoovAnt Moo LUT aom&ed MU ACTINIPAT ®L “1'uhvEC oo/k
aTFAV- 2 PTG E 9077 M7LL0EC oohéf NWFTU- Av? LA®F PACH NACH
+00F (hoo-RLT7) WCYT RS PI7TH1E (hoo-RLhT17) AChD NeoovCoo PHAA
et (hoo- @107 2CHT AT8.5C 9°0l VAN aohmt ‘1~

1. &V PULANAND- ovlZ8 hHY TGT ®6R, AM TST h@D-AI”:

2. PovART 2P 0CLOTC CULaNd -

3. ¢HANAND- aom@P I°ANF NGO-9° AMA @17 ABATI° MLI° heTANGI®:
ATLEDTE av-p- Fiedt ATH@ 0P 71HS 0375 aom@eT Pita-
ATBaOANNT APMPP oom@e AL AR CAVIADT TP+ WA hIF Ao
AL 0% AT T1TT &AM

a-£ IMPTT Mo+ LUT om@P WATPA NNM9° Ao 75AV-]
ao-(33 ha@- A7 mullaykassaw @gmail.com

hAMPAL aolRPF

ANA® A“Lhvttet TEE2PT THhnAT®7 &LLA N77h0N aoAOPT LOPT°mr::

1. 2 V. o7& A. O

2. hL"} V. h 20 %ov N3F A, 21— 29 . 30-39 oo, 40-49
w, h50-59 0. h60 oo NAL

3. ANNP POFLLP 71047 LLAPT Lok ?
U. 8¢\ ooy} A. h& 15 aony} ch. aoQ\aol- P aopyy av,
0AMLA 770477

4. COT9°UCT LLBDG PLavAnt:?
U. UATE L8 eAMS+ 4 A. UATE 248 PmS e+ d. 4. Th7
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av. 871 w, P9NHCh 8.4 L. CRNTET 8714
5. MAMPAL, Ad.8.l aohAnf “LL0EC oo/t @-0T A9°7 PUA 1H (147?
V. h 1 oot (3T A. h 1-5 Govif . h 6-10 oo
oo, 110 oo AL
6. AU-T NA0T P0G LLB/ovRA A9°7 PUA 1H $2 ?
V. h 1 oot (3T A. h 1 -5 Goo . h 6- 109001
oo, 1 10 oo AL
7. MNP LAPT ACh 9°7 PUA 10?7
U. NM9° ANLY° A ANLNY®  dh. ACh D% NP 10 av, 9°79° TNt
ANLAT® . Naom'+ AlhAv- 0. AZhav- L. NMI° AlhAv-
8. MA4-T 6 ®éT ONT NAMPAL hOCTETS hPALPTPE IC AP T +£7I1P
Pyt (haoLh,17) PACh LLED 9° LavNAA?
U. he NAA A. A7LI0L4 10 . ¢34
(DCE.A)
9. ATPLE £TC 8 PavAM-T avAN hPAdL ®BI° AT 015 IC hoet 75T
IC OHLEH 9°02 0 AP APt 9°n2 047 NHCHC £G4

10. PO AChF AI8LTCRT Co1PLLGH4 TIST@m9° avOSAN-T ha- ANALT:
N1t NHCHC £G4

U. hiLy 0T SFHLHGT T avlZBPT haTe @ e27¢- vt IC OHeer STFom-:
AMNPL PACOLT PChF LA Po1PovAnt@? “INTI° MhLI81S ALTT ovlE
oM} AS/ORI° Tét 9°F PVA AChF A18APT Po1.Pfavhntar? £TC N7
nirA \ AT 19147 Laviivk::

1 = 0M9° ANlh9® 2 = hAlNNOY® 3 = ACh % HP+HE 10
4 = 9°39° TINT AN 19 5 = Nleem'’r AlhAv- 6 = Alhav
7 = MM9® AlhAv-
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Appendix 3: Communication Satisfaction Interview Questioner

Interview Questioner

1. Could you describe the work that the Ministry has done to fulfill its assigned responsibilities,
especially in terms of internal military staffs communication? What is the Ministry’s regular
communication method?

2. How do the military personals communicate with the Ministry’s managers and military staffs
about the ministries or any information? Has military staff (personals) satisfaction with
internal communication been measured? If military staffs satisfaction with internal
communication has been measured before, please explain clearly and in detail how it was
measured?

3. In your understanding and perspective, how is the interaction between military staffs and
superiors, as well as between military personals and immediate superiors, described? Could
you explain it to me clearly and in detail?

4. As military personals, how would you describe the level of military staffs’ communication
and job satisfaction in an organization? What is the overall impact of military staff’s
communication and job satisfaction on the work environment?

5. As military personal and military staff, how satisfied are you with your communication with
your immediate superior, superior officer, and military personal in the Ethiopian Ministry of
Defense? What impact has it had on your work in relation to your satisfaction?

6. What do you believe should be done to improve communication satisfaction?

THANK YOut!!!
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Appendix 4: List of Interviewees

Interviewee 1: FDRE Ministry of Defense Psychology Building Main Directorate Media

Directorate Director

Interviewee 2: FDRE Ministry of Defense Psychology Building Main Directorate Office of
Media Directorate Director
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Appendix 5: Consent Letter from AAU

TALG DOLOUNTY FIVCE 0 PHUCT AT 24

School of Media and Communication School Head's Office

®rC: 2/h/4//258/2017
%3 ao I 02 3 2017 9.9

A: AR ™hANP M LhEC
ARN ANO

A% PANCT LovAhd-A

T A1 NA® awdede wrie GSE/8508/15 ¢y NA%A AN0 RLACHLE:
ARG hoot G 0 OhHA 23S N1 eEAN hooth, i T/MeA 19930~
PTI°VCT ool IMNC PPATE  Gao AOTCh TS AT OAUr oP T Investigation
into Communication Satisfacton among Military Staff at Ethiopian Ministry of
Defense”. N99.0 CAN Povanldf TG-£3 hPAd LIFA:

TNAYIFT TEET MM oodh WISLASOF MASIT QA aolBPFS QeodmT TG
BLLTIAT WIL AARACT WIMLPAY: NAFFLCTAT  ooANg®  TAANCT NPLILe
hGaPN TGS =

PIORMVITS hoo-this T/ DAL

SIC@aau.edu.et

SEEK WISDOM, ELEVATE YOUR INTELLECT, AND SERVE HUMANITY
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Appendix 6: Consent Letter from Ethiopian Ministry of Defense

CATCRE L.Lul-AP BI°NLNLP &TNARN

aohAh® “Le.0EC 1 24 (/-
N7-ANG 727303 PG v"-f-&-h-i'-d-"l- Date 20l
The Federal Democratic Republic of Ethiopia 'lf’l‘lim_%izzlﬂmf
Ministry of Defence Ref. No. ;d’}
Psychology Building Main Directorate /;

ARSD ANA RLACHE P7LALG negh i HIPVCT nt
ash ana

5% TNNC PHLET o't W0%190% gavAnd A

TG Y TrXiel @70 T2 20—

¢nen  ana  RLichk AOHmM7FS  hoe-Lhi7 0 auHan TS
A Fe-bEN hao-Lhh 7 FoeuCt ooCY NG ewnts goot oIVECH TS
P A A T ol BPFT oot NG AL.LLANT @ NRTC
2/h/H/2581/2017  O+7 o0 2/2017 49° 094 N4 aoMmPe SFOPHN:

aavreee  ho1s oo trb3 naa TGET  ACThGO7 ool Neoamt  HNNC

PRLAINTF @ oV NARNCT ASA@-PAT i
naageg 2C

v A
g oLaf nePF
X 2.2ontC TONS

Nan
Tel.

01112496 61 e 137 410 ABN AN - AR
01112496 15 P.O.Box . Fax NHIN SR A oty Mgk
a Addis Ababa - Ethiopia
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Appendix 7: Ethiopian Ministry of Defense Military Rank Groups

Table 19: Military Rank Group of Commissioned and Non-Commissioned Officers (NCOs) Of

EMoD

Rank Group

Commissioned Officers (Army)

Non-Commissioned
Officers (NCOs) (Army)

Junior officers

Second-Lieutenant

Lance-Corporal;

Lieutenant Corporal
Captain Sergeant
Senior officers Major Master Sergeant

Lieutenant-Colonel

First Sergeant

Colonel

Staff Sergeant Major;

General (Flag officers)

Source: Federal Negarit Gazette (2019).

Brigadier-General

Command Sergeant Major

Major-General

Junior Warrant Officer

Lieutenant-General

Senior Warrant Officer

Genera

Master Warrant Officer

Field Marshall
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