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Effective Organizational Communication: a Key to Employee Motivation and Performance
[bookmark: _Toc512857223]ABSTRACT:
Organizational Communication, in today’s organizations has not only become far more complex and varied but has become an important factor for overall organizational functioning and success. The way the organization communicates with its employees is reflected in morale, motivation and performance of the employees. The objective of the search is to explore the interrelationship between communication and motivation and its overall impact on employee performance. The research focuses on the fact that communication in the workplace can take many forms and has a lasting effect on employee motivation. If employees feel that communication from management is effective, it can lead to feelings of job satisfaction, commitment to the organization and increased trust in the workplace. This study was conducted through a comprehensive review and critical analysis of the research and literature focused upon the objectives of the research. 
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[bookmark: _Toc512857224]Introduction 
Business all over the world today is very challenging. To stay profitable in the highly challenging and competitive global market economy, all factors of production, i.e. men, machine and materials, should be wisely managed. Among the factors of production, the human resource constitutes the biggest challenge because unlike other inputs, employee management demands skillful handling of thoughts, feelings and emotions to secure highest productivity. Organizational communication plays an important role in this challenge. Managers have traditionally spent the majority of their time communicating in one form or another (meetings, face to face discussions, memos, letters, e-mails, reports etc.). Today, however, it has become an indispensible part of their work. These modern management techniques to a large extent aim to raise employees‟ performance by using the power of communication (Erogluer, 2013). A study by University of East London shows that the concept of communication is immeasurable in modern management, and it seeks to meet clear understanding between managers and all the employees. It explains that employee communication is; infect exchange and clear provision of information, commands and directions between management and employees. And it makes the organization to work properly and employees to be well aware about their responsibilities and duties. (University of East London, 2011) For modern businesses, employee engagement is a key. High engagement leads to reduced turnover, higher productivity, and increased profitability. However, the latest research from Gallup( 2013) shows that less than 30% of employees are engaged at work. Management is one of the top reasons cited for lack of engagement in the workplace, representing 70% of the variance between high and low engagement. Of the factors that contribute to manager-led engagement, communication tops the list. If you can't communicate effectively with your employees, you can say goodbye to engagement, productivity, and retention. To drive engagement among team members, managers have to learn how to communicate effectively. And if you want to become a better communicator and manager, you have to know what types of communication are getting in the way of trust, engagement, and morale.
[bookmark: _Toc512857225]Literature review 
Communication is a process that contains expressing, listening and understanding (Banerji and Dayal, 2012). Similarly, emphasizing social aspect of communication, communication that takes part on the base of social life and forms the content of organizational structure is a process which aims at conducting good relationships between groups and organizations (Dogan, 2014). Gallup (2013) defined organizational communication as the degree to which information about the job is transmitted by an organization to its members and among members of the organization. It is further theorized that employees are likely to be more productive if their performance is rewarded assuming that the reward received has value to them, as argued by the expectancy theory (Victor Vroom). According to Wiley (2016) communication is the exchange of ideas, emotions and opinions through words, letters and symbols among two or more people. He states that this may be defined as a technical fact. Yet it is uncertain whether symbols are transfer truly or not, to what extent symbols meet the transmitted message and how effective transmitted fact on the receiver (Talylor $ Francis). Without communication, through readings, listening (the receptive skills), speaking and writing (the productive skills) mankind would find it difficult to unravel some of the mysteries of life. Those things that we are ignorant of or have knowledge of, or that we have doubts about can be explained to us better through communication. Nicole (2015) defines communication as a means through which the task and the resources needed to carry out an assignment, the roles and duties and the expected results are made known to the subordinates. This means that communication is the transfer of information (a message) from one person to another. Thus effective communication is therefore the transfer of message, followed by feedback, from the receiver to the sender, indicating an understanding of the message. 
[bookmark: _Toc512857226]Deadly habits of manager-employee communication (and how to avoid them)
Are you making any of the following deadly habits? Be honest - and then take action to be better. 
[bookmark: _Toc512857227]Focusing on Weaknesses
Whether you're conducting annual reviews or discussing progress in regularly scheduled one-on-ones, focusing on an employee's weaknesses and failures can tank your engagement.
According to Gallup, of employees who strongly agree that their manager focuses on their strengths, 67% are engaged at work. Among those that strongly disagree, 71% report that they are actively disengaged. Ratings systems, performance reviews, and goals handed down from leadership can encourage a focus on employee weaknesses. Rather than spending time discussing successes, managers and employees focus on fixing areas where employees are failing to meet expectations - leaving employees feeling as if they'll never do right in their managers' eyes.
Instead, focus on strengths, placing employees in positions that rely on what they're good at rather than encouraging them to improve in areas of weakness in their current roles.
"Although we label weaknesses 'areas of opportunity,' brain science reveals that we do not learn and grow the most in our areas of weakness. In fact the opposite is true: we grow the most new synapses in those areas of our brain where we have the most pre-existing synapses. Our strengths, therefore, are our true areas of opportunity for growth."
- Marcus Buckingham,Harvard Business Review

[bookmark: _Toc512857228]Disregarding Professional Development
Millennials - who are expected to represent 75% of the workforce by 2020 - are often considered the least loyal generation of employees. But while a 2016 survey conducted by Deloitte found that two-thirds of Millennials have plans to leave their employers soon, it also found that Millennials who are satisfied with their professional development opportunities are twice as likely to stay with a company. A common mistake managers make is focusing all of their communications with employees on their current roles. You will motivate employees more if you show them you understand their aspirations and work with them to develop a plan of action for meeting those goals.
By providing employees with information about professional development, mentorship, and learning opportunities, managers who focus time on discussions about advancement can increase employee engagement and reduce turnover.

[bookmark: _Toc512857229]Being Unapproachable
There are several reasons why employees may find their managers unapproachable: some react negatively to employee complaints or concerns, some do not allocate enough time to one-on-ones, and some take too long to respond to employee questions or emails. Employees may feel their manager is too busy for them - or fear retribution for admitting a mistake - and attempt to hide problems or resolve them without consulting with management. Employees who hesitate to talk to their managers, leads to mistake-laden workplaces with low engagement and high conflict. Ultimately, the burden of resolution falls on the manager who must investigate the cause of issues and begin damage control - both of which make busy managers even more unavailable.
To avoid being perceived as an unapproachable manager:
· Respond to employee questions and emails as soon as possible- no more than 24 hours after the communication was delivered (barring vacations and other reasonable delays).
· Schedule regular team meetings and one-on-ones with employees, encourage honest communication during these sessions, and avoid cancelling scheduled meetings.
· Keep your office door open when not in a meeting, and encourage employees to drop by when they need to communicate with you.
[bookmark: _Toc512857230]Being Uninvolved
Some managers see their role as an escalation point - someone to resolve situations only when employees are no longer able to handle them.
The problem with this "available when needed" approach is that it leaves managers out of the loop on the day-to-day issues employees face. Employees begin to feel as though managers are incapable of resolving issues, or they feel as though managers don't want to be bothered.
Take it from John Reed writing for CIO:
"A lot of managers embrace this philosophy that if they [employees] have a problem, they'll tell me. If they're not telling him there is a problem then he assumes everything is good. That's not always the case and this is a recipe for employees to become disenchanted and disengaged." John Reed…New York City
While managers have to be an escalation point for employee issues, they should also be familiar with employee's day-to-day tasks and projects. With regular discussion of and participation in employee's roles, managers are better suited to resolve problems when they arise. In turn, employees will be more likely to seek the advice of managers, who can then offer tips and suggestions to employees to prevent problems before they occur. 
[bookmark: _Toc512857231]Being Too Involved
Managers must walk a fine line when involving themselves in employees' jobs. Perhaps worse than managers who are uninvolved are those that are too involved - you probably know them as "micromanagers." Micromanagers demoralize employees by questioning all of their decisions, excessively scrutinizing all of their work, and demanding detailed summaries of completed tasks.
If you have ever found yourself working under a micromanager, you know what a pain that can be. Often, micromanagement is the result of one of two things: either the manager is struggling with finding their own role as the leader of a team, or the manager is skeptical of their team's ability to work effectively. For those in this category, leadership courses can be an effective way to learn how to move from the role of employee to that of manager. For the rest, allowing employees to make mistakes can be an effective coaching technique.
[bookmark: _Toc512857232]Exhibiting Pessimism
In a study of leadership effectiveness published in Forbes 20 Nov 2017, pessimistic managers were rated in the 19thpercentile for effectiveness, while optimistic leaders were rated in the 89thpercentile. Optimistic managers inspire progress and innovation, while pessimistic leaders plague employee morale. When employees bring complaints to their managers, they're usually seeking solutions. While it may be tempting to commiserate with employees when they bring known, unsolvable issues to the table, try to focus instead on brainstorming potential solutions. Employees will appreciate the extra attention, and they'll be motivated to take the same approach to problem solving in the future.

[bookmark: _Toc512857233]Conclusion
Organizations are slowly realizing that the employees are the most vital assets for them, they need be very focused and being attentive to ensure that the employee communication should be increased, so that they able to attain their goals with maximum utilization of human resources. These above will leads to high productivity level and organizations can be survived and can taste the profitability. Thus, this study supports and revealed that the employee communication has significant relationship with the employee engagement level and also it’s predicting the employee engagement level in the organizations. So the organizations and top management has pay attention on the strategies and tactics and should ensure that it should be improved in near future which will leads to high employee engagement level in their concern organizations
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