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Abstract

Positive communication enhances employee identification, which aids in their self-improvement while working for
the university.Therefore, communication is viewed as being essential to the establishment of trust within an
organization, resulting in increased employee trust, fewer conflicts, and a more pleasant corporate atmosphere in
general. The purpose of this study is to provide insight into the organizational communication climate and its
relationship to employee organizational trust through the use of accountability and openness maneuvers. The
quantitative design was used by the researcher in this study to collect data. It makes extensive use of the descriptive-
correlational approach to data analysis, in particular. CSU leadership appears to believe that information is a
powerful instrument, according to the findings. It not only creates revenue, but it also boosts employee productivity
and trust in the organization. It is vital for the university's management to have correct and up-to-date information
about the organization in order for the institution to be effective. A crucial component of the university's institutional
growth process, according to the administration, is obtaining correct and up-to-date information regarding the
organization's activities and policies. More importantly, the data imply that the authorities and staff of the University
have a responsibility to account for the proper execution of their given obligations. It could also indicate that they
demonstrate a willingness and duty to make an effort to provide a meaningful and accurate account of the
organization or of the conditions in which they are participating or are aware, as well as the circumstances in which
they are unaware.
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Introduction

Employee trust and organizational communication climate are one of the elements that has a significant
impact on the communication climate in a business, out of all the variables. Employees who have confidence in the
organizations in which they work are more likely to engage in behaviors such as sharing information and working
well in groups. These employees also report higher levels of job satisfaction, are more inclined to promote their
employer to others, and are less likely to quit their jobs. They also have lower rates of turnover. Employees who
have faith in their boss are also less likely to be resistant to change.

Several studies have found that when both parties, the top management and its staff, are open to other
points of view in decision-making, trust in management increases (Mishra &Morrissey, 2010; McCauley &Kuhnert,
2012; Meznor& Nigh, 2015). These findings imply that open communication increases an organization's
productivity as well as its profitability in the long run. Positive communication increases employee identification,
which aids in their self-improvement while working for the company. Consequently, communication is regarded as
critical to the development of trust within a company, resulting in more employee trust, fewer conflicts, and a more
pleasant corporate climate in general.

Employees' trust is built on their ability to communicate effectively. The ability to engage individuals in the
process through the provision of knowledge provides a powerful potential to motivate them in various parts of their
performance. As Kandlousi and colleagues (2010) demonstrated, when employees are satisfied with the
communication within their business, they develop trust, a positive attitude, and a sense of belonging that helps them
become more engaged. Furthermore, it is the job of the managers to oversee and administrate the communication
process as a whole. On open communication channels, Bidya (2009) concurs with Sinickas (2011) and adds that
open communication should be administered and, if feasible, controlled because it has the potential to lead to
employees' alienation from the firm. Furthermore, open communication is associated with trust, which is itself a
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fragile construct (Conchie and Burns 2010). As a result, it is tough to establish and even more difficult to maintain.
In their research, Conchie and Burns (2010) discovered that workers' trust intentions are only little changed by good
news, whereas they are prejudiced in favor of negative information. Open communication, on the other hand, may
be an effective method of increasing confidence inside a business.

This investigation is being conducted on three different fronts in light of this context. At Cagayan State
University, for starters, there hasn't been a single study that has looked into the organizational communication
climate. A search of the library's collection of graduate theses and dissertations reveals that no studies have been
undertaken on this issue. Second, improving the climate of communication at the institution has been a priority for
the current administration, who has worked hard to achieve this goal. Doctor Urdujah Tejada, the University's first
female president, emphasised the need of being known as a unifying leader when she was elected to the position.
She was determined to improve the climate of communication at the university, since it is a cornerstone of her
administration's governance. To put it another way, gaining an awareness of the university's organizational
communication climate may be the key to unraveling challenges, problems, and concerns related to delayed
information, as well as questions about trust amongst and among university personnel.

When it comes to coping with organizational and personal issues, effective communication skills might be
the most effective instrument. 'Communication is inherent in practically any organizational conflict,’ according to
Fischer and Koue (2011). In the words of the American Psychological Association, conflict is "the interaction of
interdependent people who see antagonism of goals, aims, and values and who perceive the other party as possibly
interfering with the accomplishment of these goals" (Miller, 2010). The perception of incompatibility about
numerous issues in organizations, the interdependent actions of organizational members, and the function of
interaction in allowing for the expression of incompatibility are all factors that contribute to the emergence of
conflicts in organizations.

Clearly, it has been said in the preceding sections that communication climate is an internal environment of
information sharing among individuals that occurs through an organization's formal and informal networks of
communication.

When information is freely flowing, the communication climate is open; when information is hindered, the
communication climate is closed.

Employees who work in an open environment are more likely to express their ideas, voice problems, and
make suggestions to their superiors. Employees are able to discuss significant policy decisions as well as their own
production, personnel, and marketing concerns amongst themselves in a relaxed environment. Information is
transmitted without distortion up, down, and across the organization's vertical, horizontal, and lateral dimensions.
According to the findings of the research, an open communication climate possesses at least three different
characteristics: it is supportive, participative, and trustworthy.

Considering that this study is only concerned with organizational communication climate, which is
primarily concerned with internal communication, it is essential to discuss internal communication as well. There
are three types of internal communication: downward communication, which is communication from the top down
to the bottom up, and upward communication, which is communication between coworkers. The second type of
communication is upward communication, which is communication from one employee to the top of the
organization. The third type of communication is parallel communication, which is communication among
coworkers (Masmuh, 2010). As a result, internal communications within the business will have a direct impact on
the overall communication climate of the organization. Employees' perceptions of poor internal communication in
the business might, of course, have an impact on their behavior and engagement in the organization if the
organization's communication climate is not conducive to effective internal communication.

It is in this context that this study has been conceptualized to determine the organizational communication
climate of Cagayan State University and its relationship to the employees’ organizational trust. This is with the hope
to determine explanations for these circumstances that are happening in the university and to come up with possible
interventions to address these problems, issues and concerns.

Statement of the Problem
What is the organizational communication climate of the university and employee organizational trust as assessed by

the designated officials, administrative staff and faculty members?

Research Methodology
Research Design
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In this study, the quantitative design was employed by the researcher. In particular, it made use of the descriptive-
correlational approach of analysis. The descriptive portion of the study was concerned with determining the amount
of organizational communication climate that existed at the university in the first place.

Research Instruments

The Organizational Trust Scale (OTS) was used to assess the level of trust inside an organization. Katie Delahaye
Paine created the OTS in 2006, and it has been in use since then. Specifically, the measure is divided into six
dimensions: organizational integrity and dependability (items 1-4); organizational control mutuality (items 9-12);
organizational satisfaction (items 13-16); organizational commitment (items 17-20); and organizational communal
ties (items 17-20). (items 21-24). Similarly to the first instrument, the response options were similarly comprised of
Likert scales, with 1 denoting "strongly disagree" and 5 denoting "strongly agree."

Data Analysis
Descriptive statistics were utilized to examine the characteristics of the respondents as well as the climate of
communication inside the university.

Research Findings and Discussions
Level of organizational communication climate in the university along accountability dimension

Table 1 reveals the level of organizational communication climate in the university along accountability
dimension. It shows that overall weighted mean for this dimension is 3.72 with a descriptive value of “very good”
communication climate. The “very good” communication climate along this dimension suggests that the officials
and employees of the University demonstrates obligation to answer for execution of assigned responsibilities. It may
also mean that they show willingness and responsibility to try to give a meaningful and accurate account of the
organization or of circumstances in which one is involved, or of which one is aware. This very good accountability
of information in the university is manifested in the production of annual reports, Performance Based Bonus (PBB)
results, financial statements, and post audits submitted to the Commission on Audit as well as those submitted to the
Commission on Higher Education. These written reports are augmented by CSU websites and other relevant
materials.

From the indicators of accountability, the three groups of respondents show highest rating along the
statement My university provides information that can be compared to the standards of recognized high performing
institutions (3.91 — High). This finding indicates that standard information requirements are given to all the
stakeholders as these are required to elevate the level of the university. These information are along technical,
scientific, instructional and administrative aspects. Examples of which are those that relate to SUC levelling,
accreditation, Performance Based Bonus, Institutional Sustainability Accrediation. It must be noted that CSU needs
to meet the standards required for quality and the information related to their achievement is disseminated to ensure
that all stakeholders are one in actions and goals.

The second statement which registered the highest rating is on the statement My university is forthcoming
or always aware with information that might be damaging to the university employees (3.88 — High).As a result of
this discovery, the institution should devise a strategy for gathering the information necessary for its growth and
development. They also screen out potentially harmful material that could derail motivation and cause the
university's aims to be redirected in the wrong direction. These dangerous pieces of information could include those
pertaining to poison letters as well as those that are detrimental to the university's progress. Being honest also
implies that university administrators are taking a proactive approach to identifying and resolving potential
difficulties and concerns at the institution. They accomplish this by creating all of the necessary elements and an
enabling atmosphere for the organization to achieve its objectives and achieve greatness.

The statement registering the third highest mean is the statement My university presents more than one side
of controversial issues (3.73 — High).This conclusion shows that the university maintains an objective environment
in which controversial matters are assessed in terms of their advantages and disadvantages. An opportunity is
provided for all stakeholders to have a better understanding of the problem and collaborate on a solution rather than
simply focusing on one aspect of the problem. Example: Management could bring matters to the attention of his or
her subordinates and solicit their opinions and insights regarding the underlying causes of the issues, as well as the
potential consequences in their personal and professional lives. As a result, the subordinates submit their feedback,
and a comprehensive understanding and resolution of the difficulties and problems is provided to the leadership
team. This offers the university with a healthy method of addressing conflicts since it holds people accountable not
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only for their individual behavior, but also for the decisions made as a group. In the context of university life,
contentious problems are always brought up during meetings in which the many stakeholders are given the
opportunity to contribute to the resolution of the issue.

Table 1. Level of organizational communication climate in the university along accountability dimension as
assessed by the officials, administrative staff and faculty members

Designated Administrative Faculty Weighted Mean
Indicators Officials Staff
Wwtd. Wwtd. Wwtd. Wwtd.
Mean | D.V. Mean D.V. Mean | D.V. | Mean D.V.

My university

presents more than
one side of 3.71 VG 3.78 VG 3.70 VG 3.73 VG

controversial issues.

My  university s
forthcoming or
always aware with
information that | 3.71 VG 3.89 VG 4.03 VG 3.88 VG
might be damaging to
the university
employees.

My university freely
admits when it has | 3.73 VG 3.57 VG 3.44
made mistakes. VG 3.58 VG

My university is open

to criticism by people
like me. 3.85 VG 3.37 G 3.23 G 348 VG

has made mistakes.

My university
provides information
that can be compared
to the standards of | 4.00 VG 3.89 VG 3.83
recognized high
performing VG 391 VG
institutions

Overall Weighted
Mean 3.80 VG 3.70 VG 3.65 VG 372 VG

Legend:

1.00-1.79 Poor (P)

1.80 -2.59 Fair (F)

2.60 —3.39 Good (G)
340-4.19 Very Good (VG)
4.20-5.00 Excellent €

Level of organizational communication climate in the university along openness dimension

Table 2 depicts the degree to which the organizational communication atmosphere in the university is open
to the public along the openness dimension. With a descriptive value of "very good," the overall weighted mean of
this dimension is 3.68, indicating that the communication atmosphere is "excellent." The "very good" organizational
climate measured on this dimension indicates that the university has a more open and honest communication
environment. The administrators, as well as the employees, do not keep information about their own welfare and
interests hidden from them. The duties, goals, and performance at the college, campus, and university levels are all
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made known to everyone because nothing is kept apart from the other levels of government. For example,
performance evaluations of employees are discussed between subordinates and supervisors in order to promote
openness. A consensus is reached on the PBB outcomes in terms of aims and successes, and this is done in order to
demonstrate to the public that the ratings are done honestly and fairly. Even the accreditation findings are made
public so that everyone is aware of how to enhance the programs in the future based on the information provided.
According to Fort (1996), institutions that are regarded as trustworthy are willing to accept criticism. Their choices,
as well as the reasons for those decisions, are subject to scrutiny and criticism by interested parties. As a result,
stakeholder management demands firms to be answerable to questions that are comparable to those that are asked of
professionals [such as lawyers and doctors].

Among the statements of openness, the statement My university is transparent in providing important
information to people likemeearned the highest mean of 3.87 with a descriptive value of “very good”. It follows
from this conclusion that the administrators and staff of the institution are willing to put all of the facts on the table,
even when doing so makes some of them uncomfortable. They are upfront and honest about the actions they intend
to take, who will be involved, and why they are doing so. Furthermore, they allow each other to have dialogues in
which questions can be addressed and answered in an open and honest manner, resulting in a mutual understanding
of the other. They are able to do so because they are able to remove any obstacles that prevent them from getting the
knowledge they may require to perform their tasks more effectively.

The statement which registered the second highest mean is My university discloses information as often
especially when it is required (3.81 — Very good). The fact that this statement received a very good grade
demonstrates that employees and other stakeholders are well informed. Management makes certain that all
employees have access to information that will enable them to execute their duties efficiently (e.g., job training,
safety precautions, mandated university rules and policies, and minimum performance expectations). Fortunately, in
this situation, the employees have a basic working understanding of the university where they are employed.
Included in this knowledge is the university's performance, strategic directions, organizational structure and
management hierarchy as well as the university's mission, goals and core values as well as its competitive
advantages in the marketplace. It is worthwhile to point out that this material is made available at the university via
orientation seminars, regular meetings, accreditation, programs, and meetings of the academic and administrative
councils, among other venues. They are the channels via which management may cultivate an environment of
openness and trust.

The third highest mean is obtained by the statement My university is fast and reliable to provide
information to people like me with a mean of 3.78 (very good). This conclusion indicates that the institution not only
offers accurate and timely information, but also gives information that is swift and reputable. Is it possible that the
university's administration provides this service because they believe that timely and accurate information is critical
to making effective decisions? Aside from that, this finding suggests that CSU administration considers that
knowledge is a powerful tool. It not only generates money, but it also increases productivity and trust among
employees. In order for the university to be successful, it is critical for its administration to have accurate and up-to-
date information about the organization. The university's administration believes that finding accurate and up-to-date
information about the organization is a critical component of the institution's development process.

Table 2. Level of organizational communication climate in the university along openness dimension as assessed by
the officials, administrative staff and faculty members

Designated Administrative Faculty Overall Category
Indicators Officials Staff Mean

Wtd. Wtd. Witd. Wtd.

Mean | D.V. Mean D.V. Mean D.V. Mean D.V.
My  university is 3.87
transparent in
providing important | 3.95 VG 3.88 VG 3.78 VG VG
information to people
like me.
My university 3.58
provides information | 4 o) |y | 346 VG 327 |G VG
that is clear,
complete, and
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relevant to people
like me.

My university does 3.57
not blame outside
factors that may have
contributed to the
outcome when
reporting bad news.
My university 3.49
provides information
that is intentionally
written in a way to
make it easyand clear
to understand.

My university is fast 3.78
and ~reliable  to) g ) yg |38 VG [341  |VG e
provide information
to people like me.
My university 3.81
discloses information | o5 |y | 376 VG 367 | VG VG
as often especially
when it is required.
Category Mean 4.04 VG 3.64 VG 3.37 G 3.68 VG
Legend:

1.00-1.79 Poor

1.80 -2.59 Fair

2.60 —3.39 Good

340-4.19 Very Good

4.20 -5.00 Excellent

4.07 VG 3.56 VG 3.08 G VG

4.09 VG 3.38 G 3.00 G VG

Conclusions

The pleasant organizational communication climate of the university has a significant impact on the organizational
trust of its employees and officials, as well as on the university's reputation. The pleasant communication
atmosphere and strong organizational trust, on the other hand, are regarded differently by the designated officials,
administrative staff, and faculty members, as well as by the various university campuses.

Recommendations

1. There is a need to improve the organizational trust and communication climate in Andrews and Lallo campuses
in order to provide a more enabling environment for greater productivity at the campus level;

2. The different campuses and colleges of the university must sustain their favorable organizational
communication climate and high organizational trust as these are beneficial to the development of the
university;
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