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Assignment Task: Discuss how well employers perform at communicating. Using your findings, and what you know from theory, reach some firm conclusions as to how workplace communication and performance of employers can be improved. 
[bookmark: _GoBack]Introduction:  Workplace communication is a major component of successful collaboration. And considering that modern workplaces are inherently collaborative, this collaboration heavily relies on constructive communication among workers, co-workers and employers (Turner et al., 2010). In this study, the author discusses communication within the workplace, applies theory and real-life work experience to several workplace examples, discusses how well employers perform at communicating, and finally disseminates a number of firm recommendations and conclusions as to how workplace communication can be improved. 
Workplace communication: According to Gabarro (1987), Clark & Schaeffer (1989) and Tsai & Ghoshal (1998), effective workplace communication can enable collaborators (such as workers, co-workers, superiors and other stakeholders) to build common ground, foster new ideas and concepts, and develop complex interpersonal relationships. In addition, effective workplace communication can be enhanced through the wide variety of emerging communication technologies and tools such as Social Networking Sites (SNS), Instant Messaging (IM), Virtual & Augmented (VR/AR) worlds and Blogs (Kim et al., 2007). The author based on the above findings and their own real-life experience perceives that the current use of communication tools allows employees to build their own way of communication, allowing them to express themselves differently, particularly when performing their duties or when communicating with others. For instance, a digital communication tool can promote varying levels of awareness; however, it leaves behind different records of communication acts such as body language, nonverbal signals and facial expressions. On the contrary, face-to-face communication offers a wealth of information about the collaborating parties, gleaned from the above communication acts. 

Nonverbal behaviors and Emotional Response Theory (ERT): According to Coffelt et al. (2016) and Jia et al. (2017), workers usually approach job tasks they like, and tend to avoid activities they do not like. In the same context, workers are more motivated with respect to approaching behaviour when their emotion is positive, and avoid when their emotion is negative. Lord & Kanfer (2002) identified that these emotions are mainly affected by the external environment. Based on the emotional response literature, particularly implicit communication, ERT was created in the instructional setting to link superior communication and worker emotional reactions. ERT supposes that superiors’ nonverbal communication behaviour influence workers’ emotional reactions and those reactions subsequently affect worker approaching behaviours. The literature concerning ERT has also studied the relationship between superior communication behaviours and workers’ positive and negative reaction affect and self-reports of learning. (Mottet et al., 2006; Mazer et al., 2014; Jia et al., 2017). And considering the argument that superior-worker relationship is interpersonally driven, the literature observed that superiors and subordinates engage in communication to create professional working relationships with each other (Dobransky & Frymier, 2004; Myers, 2006). 

In fact, workers’ emotions heavily rely on the superiors’ communication behaviours including emotional support and nonverbal immediacy; hence, they expect a more emotionally supportive and immediate superior to maintain healthy working relationships (Jia & Shoham, 2012). It is believed that these work-related experiences might guide workers’ motives to engage in interaction with their superiors. The author understands that the ERT application to the workplace setting is ideal mainly because of the similar status-differential dynamic between superior-subordinate, and the similar expectation of positive emotions experienced in organizations.    

Interpersonal relationships: Interpersonal relationships equally play a significant role in workplace communication. Nardi (2005) and Coffelt et al. (2016) explained in their study that interpersonal communication heavily depends on an individual’s communicative readiness. Nonetheless, the available communication technologies are not quite sufficient for providing this readiness. Hence, combinations of workplace communicative ways are required to build the ideal social bonds and attention awareness (Turner et al., 2010). Particularly, Connel et al. (2001) dealt with several communication tools and asked participants to rate how well these tools support their interpersonal relationships. Predictably, Connel et al. (2001) findings demonstrated that the selection of communication technology affected interpersonal qualities. For example, studies on IM have demonstrated wide adoption of their use in the workplace because of their usefulness in facilitating coordination and exchange of technical content (Kim et al., 2007). In the same vein, studies on SNS and Blogs have demonstrated the value of these communication technologies within the workplace (Efimova & Grudin, 2007; Skeels & Grudin, 2009). All of these, in turn, not only can provide greater transparency of organizational content to all stakeholders, but also they are useful tools for cross-organizational collaboration and communication within large corporations. Another point worth mentioning is the author’s own perspective on interpersonal relationships in workplace communication. Through SNS, the author managed to create and strengthen ties with their co-workers and employers. 

Besides, Hynes (2012) identified that the work environment has a profound effect on employee performance. Staff attitudes toward their superiors, co-workers and organizations are often reflected in their output. For example, the inner work of these individuals heavily depends on their productivity, creativity, work commitment and collegiality. In terms of their motivation to do excellent work performance, this is not tied to financial or other benefits, but rather is the result of having challenging and interesting work that allows them to achieve, to feel recognized and to get rewarded. Riketta (2008) exemplified the above by demonstrating a direct interpersonal relationship between workers and factors such as motivation, satisfaction, and a positive attitude. On the contrary, Lim et al. (2008) found in their study that feelings of disrespect and incivility negatively affect satisfaction and attitude toward work. And beyond affecting employees’ emotions, interpersonal relationships can also affect career paths. Hynes (2012) talked about organizations that reward personnel who have positive influences on co-workers’ attitude toward work. Cross & Parker (2004) justified the above perspective, arguing that the employees who energized their co-workers were provided with better performance evaluations. Similarly, the author has observed in their work that employees with strong interpersonal capabilities have quickly been considered for additional promotions. 

Towards an inclusive analysis of workplace communication: The literature observes some workplace interaction studies on conversation analysis that exclusively focused on the texts, gestures and body orientation employees produce when at work (Edwards & Potter, 1992; Goodwin & Goodwin, 1996; Ten Have, 1999; Kita, 2003; Coffelt et al., 2016). Therefore, the author assumes that such findings might contribute in non-negligible ways to the intelligibility of workplace communication. Nevertheless, the analysis of workplace communication still appears to be incomplete in the literature. What is usually ambiguous is the fact that this particular context delivers data that contribute to the shared comprehension of collaborators, thus future work needs to be done by co-participants in a situation. Consequently, the dynamic interplay between mutual interaction, intelligibility and context has direct effects on the management of talk between different parties and within utterances.

Another point worth mentioning is that perceptual gestalts in the workplace environment can provide communicative resources, and also can contribute in the formation of gestural representations (Roth, 2003; Roth, 2004). A real-life example is when the author’s superior attempted to teach the author a job task and some explanations frequently presented without accompanying words, but with gestures, thus they became the predominant means of communication between the two parties. Hence, perceptual gestalts might constitute a significant sign form in workplace communicative processes. 

Apart from this, Maes et al. (1997) have observed significant correlations between superiors’ perceptions and employees’ communication skills. Oral communication has been consistently identified as the most critical attribute for managerial success and the most important competency in assessing entry-level job candidates. In the same context, Pincus & DeBonis (2004) have compared superiors with employees to identify distinguishing characteristics of superiors. They concluded that the majority of these distinguishing characteristics involve interpersonal and social skills, including group task supportiveness, cohesion and teamwork, social friendliness, emotional balance and control, and verbal fluency. Therefore, leadership is equally at its core of an effective workplace communication process as it seeks to reinforce human relationships by enhancing understanding and trust. Meanwhile, organizations appear to substantially invest in training to enhance corporate communication skills. Kinnick & Parton (2005) claimed that the majority of U.S. organizations provide workplace communication training to personnel which concentrates on team building, business/technical writing, public speaking/presentation and interviewing.     

Conclusions as to how workplace communication and performance can be improved 

The present study mainly dealt with workplace communication, by applying relevant theories and concepts to workplace examples. The study using both research-informed literature and author’s real-life work experiences discussed how well employees and employers perform at communicating. The findings above have drawn a number of firm recommendations and conclusions as to how communication and performance can be improved within the workplace. To begin with, the study revealed that employers who recognize the relationship worker engagement and business success normally seek ways to improve workers’ job performance (e.g. by providing training in interpersonal communication), and also foster and facilitate their emotional well-being. Therefore, helping individuals to develop healthy workplace relationships could make good business sense. 

Effective workplace communication can also be improved through the wide range of emerging communication technologies and tools such as SNS, IM, AR/VR worlds and Blogs. These tools could allow workers to build their own personalized way of communication, allowing them to express themselves differently when communicating with others. Considering that interpersonal qualities are directly affected by these tools, social bonds and attention awareness could be properly developed. Another firm conclusion that can improve workplace communication and performance is the application of ERT in the instructional setting. As evidenced above, ERT can link superior communication and worker emotional reactions, thus the communication between the two could strengthen professional working relationships with each other. 

Work environment has equally a profound effect on employee performance. Work environment attributes such as productivity, creativity, work commitment and collegiality are directly related to the inner work of employees. Therefore, to improve worker’s performance, employers could give their workers interesting and challenging tasks to achieve, to feel recognized and to get rewarded. Besides, texts, perceptual gestalts and body orientation might also contribute in non-negligible ways to the intelligibility of workplace communication and performance. For example, perceptual gestalts in the workplace environment could produce additional communicative resources, and also could contribute in the formation of gestural representations.

Last but not least, important correlations between workers’ communication skills and superiors’ perceptions have been observed. Oral communication, for example, has been characterized as the most critical attribute that can improve job management and performance. Moreover, the majority of superiors’ distinguishing characteristics involve interpersonal and social skills such as group task supportiveness, cohesion and teamwork, social friendliness, emotional balance and control and verbal fluency. Therefore, effective leadership could equally improve workplace communication and performance process because it seeks to reinforce human relationships by enhancing trust and understanding.  
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