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The functioning of an organization is deeply affected by the communication structure and pattern followed within the organization. Ideally, a set of rules and guidelines are implemented and followed within an organization in context to its communication structure. Implementing particular communication pathways acts as a contributing factor in determining the organizational culture. On allowing random development of communication systems within an organization, it may result in impacting the efficiency of the organization. This clearly puts emphasizes on the importance and significance of communication within an organization. 
Thus, basing on the above made discussion, the present report would highlight on particular experiences for analyzing the extent to which employers perform at communicating and the ways in which workplace communication and performance on the part of employers can be enhanced.  
[bookmark: _Toc502694129]Real life experience
In order to discuss the theories of workplace communication and its impact on enhancing the performance of employers, the experience of Richard Thomson, a regional manager at MNX Pvt. Limited and one of my friends can be discussed here. Being the regional manager of the organization, he was associated with employing other members of his team and managing a number of teams effectively, which worked under him. Thus, effective communication played an integral role in reference to his job role. On analyzing the way he communicated to his team members and the employees working under him, it was observed that he followed a hierarchical and authoritative pattern of communication. Initially, it was observed that such command and execute pattern of his working helped in communicating and conveying the orders and tasks to be achieved on the part of the team effectively. The reason being, it helped the team members in understanding and having a clarity regarding the goals to be achieved. This, to a large extent helped in enhancing the performance of the teams. However, following certain instances, the managerial team, put forward the concern of deteriorating performance of certain teams working under him and the negative impact on the organization’s employee retention rate. On analyzing these instances it was observed that it was the lack of effective resolution of the conflicts among the team members which impacted their performance. Other than that, the authoritative pattern of working on the part of Richard, in certain cases made the employees feel that there is lack of scope for growth within the organization as their opinion was not taken account in team meetings. This resulted in impacting the employee retention rate of the organization. 
Thus, on the basis of the above discussed experience of Richard, the workplace communication theories can be discussed. 
[bookmark: _Toc502694130]Theories of workplace communication 
Classic organizational theory of fixed structures- The pioneer of organization studies, Max Weber formulated this theory. The theory revolves around bureaucratic organizations. It can be considered Weber’s first attempt in defining organizational structure and highlights on the concept of communication process which occurs within organizations. The theory puts forward the fact that, for the effective functioning of an organization defined responsibilities, roles are essential (Putnam, 2007). Thus, Weber is of the opinion that communication process is supposed to be structured, clear and most importantly hierarchical. It would not be wrong to state here that the main essence of the theory is that of top to down one. The implementation of the theory in the functioning of an organization results in elimination of any kind of confusion in the disseminated messages on the part of the hierarchy within the organization. This leads to rigid mechanical structure within the organization wherein the contributions of the individuals are in accordance to defined and clear roles and responsibilities (Shockley-Zalabak, 2014). . Another mentionable element of the theory is, in the process of allocation of work, the concept of seniority and capabilities as per the set notions are highlighted upon. 
In this context if the experience of Richard is taken into account, it can be clearly categorized as that of Classic organizational theory of fixed structures. The reason being, in the communication pattern of Richard, it could be observed that he followed a hierarchical pattern and emphasized on the contribution on the part of the team members as per their defined roles. Such pattern of working not only ensured effective dissemination of information on his part in the absence of confusion but also ascertain the contribution of the team members accordingly (Conrad & Poole, 2012). However, there is another aspect of the discussion which is also required to be highlighted upon. As a result of following such top to down pattern of communication blindly on the part of Richard along with ascertaining the contribution of the team members according to their defined roles, the team members felt excluded in the decision making process and lack of respect to their opinion. Such communication pattern resulted in deteriorating performance on the part of the team members. In addition to that, implementation of the theory results in allocation of work according to seniority which may make the employees feel that the organization lacks growth opportunity for them.
The Double Interact of Control- For the purpose of evaluation of organizational control from the perspective of communication, Phillip Tompkins and George Cheney provided with a three-part framework that has been termed by them as double interact of control (McPhee & Zaug, 2009). Basing upon basic interaction model of communication, the first two steps of the control process are based which are sending a message and providing with a feedback. Other than these two steps of control process, a third step has been added by Tompkins and Cheney for the purpose of creating a double-interact sequence. The first part of the model is described as direction step wherein the organizational leader like manager or employer provides with the direction or instruction to the subordinate. In this exchange, the second step is evaluation, wherein the organizational leader evaluates the feedback provided on the part of the subordinate for the purpose of evaluation of the way in which the direction was interpreted (Bisel et al., 2007). The discipline step is the final step in the process in which the organizational leader provides the subordinate with an incentive for following and executing the initial direction effectively. However, if there lacks alignment with the direction and performance of the subordinate, the organizational leader may provide with some kind of punishment to the subordinate with the purpose of correcting the individual. Thus, in this model the communication process has been kept at the core for maintaining and establishing a system of organizational control.   
In this context, if the communication process of Richard is taken into account, the communication process can be effectively evaluated.  It can be observed that in his communication process, the first step of providing the subordinates with effective and clear directions was present (Downs & Adrian, 2012). Similarly, the third step of the model was also present, wherein, the lack of effective execution of the directions was punished. However, evaluating the feedback of the subordinates can be seen not be practiced and emphasized upon on the part of Richard. This resulted in affecting the communication process adversely practiced by Richard adversely.  In addition to this, as the evaluation of the feedback on the part of the subordinates was absent in case of Richard, it acted as a barrier on his part to understand the understanding of the team members and their demands. This not only affected the performance of the team members but also affected the performance of Richard as an employer. 
Deetz’s Managerialism Theory- Over the years, the evolution of organizational models and structure has resulted in the development of theories which highlights upon the changing organizational practices, Stanley Deetz’s Managerialism Theory is one of such example. It attempts at defining the way in which organizational control and communication occurs within organizations (Monge & Poole, 2008). In these changed organizational control and communication the traditional notions are replaced wherein, the need to represent the diverse needs of individuals and give the opportunity to represent these diverse needs is acknowledged. The significance of the of the theory lies in the fact that Deetz supersedes the fixed notions associated with the functioning of organizations. It provides with a view of organizations which take into account the diverse and democratic aspirations and needs of the individuals along with the power centers within organization  (Zaremba, 2010). It would not be wrong to state here that, it is a significant progression from nameless and faceless bureaucratic models wherein, this model highlights the fact that individual’s words are not the source of real meaning rather meaning lies in individuals. Thus, finding out the interest lying under these meanings is a real development. 
Herein, if the experience of Richard is evaluated, it can be observed that the opinion and feedback of the team members were not taken into consideration by Richard. This clearly indicates that the democratic aspirations and needs of the team members were also not focused upon in his communication process. It can be clearly established with the fact that, when the underlying meaning of the words of the team members were not evaluated and encouraged in his communication process their diverse needs and aspirations were also not effectively identified on his part (Modaff et al., 2016). This clearly highlights on the lack of effective communication with the team members on the part of Richard. As a result of such limitation in his communication process, the  team members  may lack job satisfaction, feel that the scope of their growth is limited which would not only result in impact the performance of the team members but also affect Richard’s performance. 
Critical Theory- This theory considers conflict a natural and obvious state of an organization. In the organizations, resistance to managers by employees and departments focusing for budgets and influence is noticed. The theory further states that, it is required on the part of the upper management to motive the workforce working under them, who tend to lose motivation (Johnston, 2018). Under this theory, communication is required to be performed in such a manner which would help in preventing, resolving problems and conflicts between team members along with motivate employees to further develop along with providing direction aimed at unifying all the team members . 
In case of Richard, it is observable that there were conflicts among the team members and in certain cases, the team members were feeling that there was lack of growth opportunity for them in the organization which is an indication of lack of motivation (Putnam and Krone, 2007). Thus, this, highlights the lack of efficiency of communication is resolving conflicts among team members and ensuring smooth functioning of the employees by Richard. This can be effectively developed by Richard with the help of implementation of the model.   
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In the conclusion, on the basis of the above made discussion and analysis of the communication model it can be stated that communication in workplace from the perspective of employers is a task of great responsibility and complex in nature. On one side, following rigid, bureaucratic and hierarchical pattern of communication, helps the employers in conveying the directions to the subordinates in a clear manner and ensure their effective following. However, this acts as a hindrance in the growth of the actual potential of the team members and encouraging their aspirations. Thus, in order to enhance workplace performance and communication on the part of the employers, a flexible and mixed form of communication is required to be adapted on the part of the employers. This requires on their part to emphasize on feedback from the employees and top to bottom as well as bottom to top form of communication, which would help them in developing their communication and performance. Other than that, the employers are required to take into consideration and understand the real meaning underlying the words of the employees which would help them in representing the diverse needs and aspirations of the employees and in turn enhance their performance.     
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