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Abstract
The study examined the effects of organizationahngonication on administrative

performance of staff in a multi campus UniversityGhana, guided with the application
of the System theory and a developed conceptuakfrark. The mixed research design
was used and a multistage sampling technique wadiegbwith 428 staff selected.
Questionnaires were administered to 400 staff dwttdch 309 (77.3%) questionnaires
were returned. Descriptive and inferential statistsuch as percentages, means, factor
analysis, cluster analysis, chi-square, t-testrelation and F-test were used to analyse
the data with the help of SPSS software versiofl 48d Microsoft Excel. The results
revealed that staff generally perceived the compaiitn system in the University to be
good with a grand mean value of 3.86 which is emjaivt to “Agree” on the response
scale. The two step cluster analysis revealed fgroups of employee cohesion
patterns, and the factor analysis also revealedr flndependent communication
constructs vis a vis group cohesion. The rotatetbfa showed four major constraints:
Human, Communication Systems, Administrative andictsral. The researcher
concludes that significant differences do not ekisthe patterns of communication
among campuses of the University. This means thatoagenial managerial
communication system is likely to improve the oigmional environment. It is
recommended among others that standardisation aeémtralisation in administration
and management should be encouraged and variouspusea given some
independence to enhance performance. Feedbackpwatdalging good performance,
periodic progressive conversations to enhance palicection in communication, there
is the need to upgrade the knowledge and skilisadf through appropriate training.

Key words: Administrative performance, Informati@rpup cohesion, Multi Campus University,
Organisational Communication, Staff

Introduction

In any work setting and indeed among humans, éffectommunication flow could enhance administrative
performance between staff members and managemém efganisation. Communication allows organiseio
to exploit the value that information has for theioper functioning, effective and efficient perfance,
competitiveness and continued success. Commumicati@very organisation is, therefore, a criticedaurce
for performance. Effective communication takes pladen there is a perfect convergence in meanitweea
the sender and the receiver. Wright (2005) strefissdcommunication in organisation is the develeptrof a
common understanding between the communicatort@ndhtinager or practitioner about both the existande
utility of an innovation, leaving the same encountéth different perceptions of that encounter. kkwn
(2014) also indicated that of all the life skillga#lable to us, communication is perhaps the mogiavering in
work settings. It is therefore imperative to vievganisational communication as process with thecatinhent

of social units formed by individuals with diffetemiews and knowledge aimed at a common goal throug
establishing links with external world with the @nfnation they gained from the environment.
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According to Adereti et al. (2006), it is when d&tve been put into a meaningful and useful cortteattone
can say communication has taken place with anahdra decision is made. Samuel (2001) indicated tha
information on the other hand is data for decisimaking collected as a resource and passed on asetqnd
used in order to make an informed decision. Coreseffyy accessing communication is implicit across
organisations, while disseminating information igplecit to staff. This implies that communicatioroudd
constitute a great asset to organizations if ther@piate quantity and quality of information olotad is
seriously considered. Shoveller (1987) posited rsg¢weasons for distortion in organisational comioation
resulting in communication dissatisfaction whicltlides: individuals failing to accept the respoitisjbto
communicate and the lack of interest on the pathefreceiver as well as non-convergent in meaaofnghat

are being communicated. Cramton (2001) indicated tanagement of knowledge resources for knowledge
workers in different locations is often difficulhan management of centralised knowledge workers. Fo
instance, in some organisations with dispersedecemtr branches, members often face difficultynability to
create and maintain mutual knowledge and understgnabout work-related issues. This may thus cause
misunderstanding, distrust or even frustration agrstaff of the organisation.

The perception of organisational communication |& aonsidered as the way people view and feel tabou
communication. According to Akinsorotan (2001),qegtion is a psychological reasoning or conclusiawn
from observing a given phenomenon following expseé or prevailing conditions. It is an active cdiyei
process, a mechanistic system fixed by inhereuntttre of the nervous system. Poon (2002) statidstveral
factors, including strength and quality of stimalttention, cognitive style, arrangement of subjeatter, the
experience of the child, physical and emotionalltheanood of individual and other factors influentree
perception of the individual at work. Furthermopersonal factors such as attitudinal needs, valcreslit,
situational factors (like work ambiguity, climatadafinancial factors) could also influence perceptof the
individual. Hinkson and Keith (2000) indicated thi#e individual's current appraisal of an objecthis
perception. It is therefore recognised with sopgychologist around the world that perceptions toiwavork
activities including organisational communicatioffeat responses on how people speak, think and view
situations in general. Hence, the perception géoisational communication could facilitate or sline flow of
information in a given environment. The flow of @nfnation in organisations depends on the necedealy
available to ensure that staff who communicate edbe the standards and regulations that are emthrbyg
members in the organisation. In the University ggt the effectiveness of organisational commurocatn
administrative performance could be complex mopeeially in a multi-campus institution like the Warsity

of Education, Winneba (UEW).

Multi campusinstitutions

Holland and Sullivan (2005) indicated that a ma#dimpus institution most often has a complex andiestging
administrative perspective. A typical multi camgaostitution with its mission drives the policies;aptices,
services, and organisational structure at each eampPampuses that are part of a large Universigfesy
generally have diverse student populations, indgdhose from senior secondary schools, movingutiitoa
four-year program, or matured students who are nolddr and employed. In addition, individual camgsiand
their schools/faculties, typically develop businpsscesses at different times using a variety stesys. For
instance, different tuition and fee, academic yeaendars, human resource policies and communicasues
vary too. These differences could result in a ladiyerse constituency that takes into consideratioiformity
in communication and general implementation of\atiis.

In a related study, Yingxian-Zou (2011) pointed thé disadvantages of multi-campus University inn@ho
include: less exchange between teachers and ssdbkattime wasted on the way for teachers, thé&iaddl
traffic costs for the universities and the envir@mtal pollution caused by additional traffic amaagnpuses. In
Xi'an Jiaotong University with four campuses at ¥ding, Qujiang, Yantaand Caotan, many lecturersanov
from one campus to another in long distances wifiit issues every day. Besides these distan&taysland
time wasted are huge cost associated with claiom ftaff on fuel and hotel bills.
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One of the few multi-campus universities in Ghanthe University for Development Studies (UDS), B#arin
the Northern Region. UDS was established in 1992 asulti-campus institution and as the fifth public
University in Ghana. It was created within the foorthern regions of the country in mind, which idées from
the usual practice of having universities with caintampuses and administrations. The Brong Ahafgidh,
Northern Region, Upper East Region and the UpperstWRegion were to accommodate UDS under
decentralised administrative structures with them¥eforming constituent campuses. This novel erpert
brought along with it certain challenges to edwral administrators, teachers, learners and sutingn
communities. Similarly, the NIIT in Ghana (now knows Blue Crest College) has also forged an aliavith
other partner institutions like the UEW in Ghana &udents to acquire degree in IT without leavihg
country. With this, are large populations of studenith Campuses spread throughout six regionshaing to
train IT professionals.

University as a center of knowledge requires infation generation and dissemination. It is a complex
environment, yet academically structured systerrh veitrict regulations in communication. Some teytiar
institutions in Ghana, whether public or privaten multi-campus satellite system. The Universitfdfication,
Winneba (UEW) in Ghana is one of such institutianth satellite campuses that maintain statutorycfioms of
ensuring that information is well accessed andedigsated to both staff and students by institutipgropriate
organisational communication system; notwithstagdithe distance among campuses. At the UEW,
communication involves the transfer of informati@nd exchange of facts, ideas, opinions and emotods
obtaining feedback among and between staff andestadHence, staff may transmit information andaivbt
feedback, indicating their understanding or lackitadind confirmation. Poor communication could tesu
interpersonal conflict and affect output. Staffhit the University system usually spends time wuagkand
communicating by speaking, reading, writing antkhigng and through the hierarchy of structure agime.

Other systems of communication in the University tire upwards, downwards and horizontal commuiigati

In the University for instance, communication tak@lace between the Deputy Registrars, the Heads of
Department and Management and among staff at \adllde Communication that flows ‘downwards ‘from
superior to subordinates is referred to as downsvammmunication; and ‘Upwards’ communication is whe
communication is passed on to members of the mamageteam, from staff of a lower level. Upwards
communication gives employees the opportunity tpress their concerns, problems and anxieties ardl fi
solutions that may enhance job effectiveness afidesfcy. Other forms of communication in the Unisigy
include: face-to-face, on telephone, at meetinys,use of fax, campus radio and more recentlyglbetronic
mail, teleconferences and voice mail. Some othé&rial means of communication include: memoranda,
notices, circulars, minutes of meetings and thevéhsity journals. Keeping in view the importance of
organisational communication, this study was cotetlicto examine the effects of organisational
communication on administrative performance at UE¥ana which runs multi-campus system in Winneba
(main campus), Kumasi, Mampong-Ashanti and Ajumako.

Statement of problem

The multi- campus nature of UEW presupposes ttiilae, prompt and effective communication amondf sta
of the University could be achieved to support tbalisation of hemission(to train competent professional
teachers for all levels of education as well asdooh research, disseminate knowledge and contritute
educational policy and development) awdion (to be an internationally reputable institutiorr fieacher
education and research). The result of this engasrastandardisation and effective processes ivedtgi
resulting in cost reduction and quality promotiépart from this, a University could employ otheteahative
channels of information flow, allowing for more espeommunication between individuals and group mesbe
in the University (Argenti, 2003). Despite the inmnfamt roles’ communication play in the developmeinevery
institution, communication in a multi campus instibn is perceived as being poor resulting in af dul
information flow and delay or distortion (HollanddiSullivan, 2005). One potential setback of thishiat the
University could easily lose sight of its mandafeléreti et al., 2006), and sometimes could creatgaus of
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communication arc, for instance between the manage(the sender) and staff (the receiver) and ite wersa
(Yingxian-Zou, 2011). These communication problemsld have adverse effect on administrative peréorce
in terms of causing frustration and erode good (Mblland and Sullivan, 2005). Since the establishtrof the
University, there has not been any known empirataldy that been undertaken to ascertain the etfect
organisational communication on administrative perfance of staff in the University. It is againgist
backdrop that this study sought to find answeithécofollowing research questions:
* What is the perception of staff on the nature ehownication in the University?
* How does the present nature of communication in Wtméversity affect administrative
performance?
» How does staff perception of organisational commatin affect group cohesion of staff?
* What are the constraints militating against commatidn flow in this multi-campus
University?
» How does the demographic characteristic of stdlffiatmce communication in the University?

Main objective

The main objective of the study was to assess ffieete of organisational communication on admiitte
performance at the University of Education, WinneBaana. Effective communication forms an integait
of enhancing administrative performance in educationstitution. Since the inception of UEW in 1998e
tripodal mandate of teaching, research and commeitvices seems to be undertaken within the Usityer
catchment areas at Winneba, Kumasi, Mampong anch&§o. However, there had neither been empiricalystu
on the nature of communication within the Univergibr examination of the administrative performanée
staff in the system. This is without prejudice te tfact that the campus-wide nature requires ifggrpf
communication to enhance and maintain academiemdn the campuses; and how it affects performanze.
this end, it is imperative to document the effdobiganisational communication on administrativefgenance
the UEW in terms of perception of staff at thisdinsince it could have the potential to impact w@ff pattern
of behaviour. The outcome of the study could creaténstitutional framework for information flow driurther
engender a two-way communication between manageameingtaff, staff and management, or even amoifig sta
in the University. Recommendations from the stuolyld guide policy formulation in the University tiselates
to communication. Furthermore, the study would Gbate to knowledge in development communication.

Literaturereview

Literature was extensively reviewed on communicatmd information theories, barriers to communarati
staff communication needs, bureaucracy, organisatistructure and more importantly, adopted both th
theoretical framework (systems theory) and the epth@l framework of communication. Some empirical
literature on communication models were evidence/twdt existed and those parts the researcher bdlieere
particularly relevant to this study. The literatymevided a variety of contrasting models and pecspes on
how the world of communication may be studied.ds$ lemonstrated models of human communicationwe ha
followed similar patterns of development, from Setiai models that represent classical analysisftarination
theory and dialogical models that are part of aecybtic view and to discourse analytical views, alihiorm
holistic approach to organizational communicatibtore importantly the study adopted both the thecaét
framework (systems theory) and the conceptual freaonle of communication. Communication in every
organisation involves the process of creating, arging, interpreting and storing messages withégstem of
human interrelationships. The researcher has pbimté in the literature some basic theoretical pectves in
organisational communication, and administrativefggenance and focuses on areas of the researafation

to effectiveness of organisational communicatiom ibniversity environ; applying some theories ansbeis’

vis a vis the conceptual framework developed. Basethe literature reviewed, the researcher coedubtat,
there were still gaps in scholarly understandinghefrole of organizational communication and adstiative
performance which will be considered in the objexdi of the study to improve problems solving in the
University.
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Theoretical framework

Systems theory treated human communication in émeesmanner as all other communicative processes, be
they engineering systems, physical communicati@npmena such as light or energy transfer procelbges,
biological systems, or entire social systems S@&f00). Open Systems applications were also madeaiy

and Kahn, as self-renewing systems that ingestggneom the environment (input), transform that rgye
(throughput), and expend it back into the environtr{eutput) for maintenance and production purpdsemn
organisation. Many other approaches to human corwation have been developed after as systems theory
which played a significant role in the developmefhtommunication theory (Cohen, 1996). Bertalargtyal
(1968) developed systems and cybernetics the@mesfocused on human communication studies on &geyu
linguistics and semiotics. Scott maintained thahownication can be treated like any other systemtaining
features such as feedback processes and othertsagiiemontrol theory. Miller (2006) pointed out thide
organisation itself is an ‘open system’, exposed wider environment in which it both experiencempetitive
threats and finds its collaborative partners. Chieama Christensen (2001) and Zorn (2002), howendicated

that there have been efforts to reintegrate internd external communication issues, an approaatpibints to

the increasingly ‘blurred’ boundaries of today'g@nisations, and argue that there is an underlgamginuity
between what have previously been termed ‘interaiadl ‘external’ communication processes. Figurei®dn

illustration of the multiple dimensions of orgartibmal communication as depicted by Blundel& Ippmli
(2008).

Internal

One-way : \ % Verbal

Inter-personal Mass

Non-verbal Interactive

External

Figure 2.1: Multiple dimensions of Organizational Communioati
Source: Blundel& Ippolito (2008)

The diagram (fig. 2.1) illustrates a “modern-systeapproach of inter-related part of an entity, whino
separated aspect of an organisation in the commatimicprocess exists but depends on one anothehoke
entity and is interdependent too. Organisation fitw® system theory, therefore changes from timénte.
Yates and Orlikowski (2002) reflecting on the fingiof the concept of ‘genre systems’, also indiddtet the
patterns of communication and collaboration arepstaby established technologies. With this Can®{R0
predicts that by 2011, instant messaging will b de facto tool for voice, video and text commuti@es in
businesses, replacing the relatively inaccessibieai# (Cane 2007). Yates and Orlikowski's (ibidsearch
work pointed out how communication practices depetbinto established norms, structuring the way we
interact with one another. Their more recent wodn ‘genre systems’ (focused on the ways that
technologically-mediated communication shapes ttey what people collaborate at work). Clark (2000),
Dannels and Gaffney (2009) supporting the abovee lemcountered a similar range of perspectivesvblse

in organisation theory, management studies and atieas of social science.
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Conceptual framework

A theoretical framework outlines the assumptionhimit which investigation is conducted. No particular
framework has however been recommended. IdeallgcH¥®e organisational and communication should
contribute to job performance. Some explanationeHs&een made on organisational communication abd jo
performance in the preceding pages. Longest et2800) on the other hand provides us with sevierahs of
intra organisational communication for public seevorganisations; some of which reflect the pagasfollow.
The Conceptual framework on the other hand indg&catganisational communication and the perception o
staff on staff performance at the Institution wiitterrelated variables: independent, dependentirgedvening
variables. The independent variables of this fraor&wconsist of the organisational communicationhwit
components: as the systems of communication, meaigemmunication and the personal characteristfcs o
staff. The intervening variables are group cohesinstitution policy and macro and micro barriendile the
dependent variable is job performance (improvedgebaviour). All these variables are interrelated depend
on each other. Staff within the organisation whkit personal characteristics such as age, sextanstatus,
rank, ethnic-linguistic (tribe) years of experieraed educational qualification could have diredluence on
organisational communication and the perceptiorstaff on job performance in the Institution. Agathe
perception of organisational communication coultedaine how satisfied staff of the Institution istlae work
place.

The intervening variables made of group cohesiastitution policy and macro and micro barriers of
communication could equally influence job perform@nFor instance, when group cohesion is weak, the
relationship between perception of staff commuiweaand job performance will be weak. On the othand,
when group cohesion is strong, the relationshipvbeh organisational communication and job perfogean
will equally be strong. This however further peveal could happen or achieved with proper orgamieati
policies and ameliorated communication barrierstp@y or negatively which either could strongippact on

job performance.

Deter minants of Job Performance

Johnson et al (2008) detailed a more complete moflplerformance determinants quoting Campbell et al
(2004) and Motowidlo et al. (1997) models as goedagal models of performance prediction. Deficieimcthe
process by whichspecific individual differenceduehce performance on specific dimensions weretpdiout

by Johnson (2004), whostressed that motivation gi'zen inadequate attention by those models andosexb
anexpanded model of how individual differencesuefice job performance.

Mitchell and Daniels (2003) also identified two qomoments of motivation: proactive cognitive processmd
on-line cognitive processes. Control theory, actibeory, and self-regulation were on-line theorus
motivation (Mitchell and Daniels, 2003). Johnsof3) added that psychological motives as a thirdpanent
of motivation. A motive is a reason (value, intérggeference, and attitude) for choosing to eréidrt in a
particular direction. Brett, J.F., and VandeWa{E999) motive-based theories recognise that pewmjplg have
very different purposes for exhibiting the sameexédr. Job attitudes therefore tend to be morengtsorelated
to citizenship performance than personality vagablPodsakoff et al., 2000); leading to Ryan andi,CE.
2000) to conclude that the relationship betweesqulity and citizenship performance is probabhdiaied
by attitudes such as job satisfaction, organisatisommitment, and fairness perceptions. Gade (R663he
other hand opined that, organisational commitmentam important motive for the military context, its
components have been shown to predict various tgpgsb-related behaviors (Gade, Tiggle and Schumm,
2003; Karrasch, 2003).
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Figure: Author’s field work on the conceptual framewornk organisational communication and administratiggfgrmance
of staff in a multi campus University
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Johnson’s (2003) general model of the pathways tigiwindividual differences in predictor variablefuence
performance on a given dimension is presented igurE 2.12. Campbell (2004) also suggested that the
determinants of performance components should bedban individual differences on function of thraain
areas: declarative knowledge, procedural knowleadge skill, and motivation. Consistent with Camplzlal.
(1993), performance is a function of knowledgell,siknd motivation. The model could be expandethtdude
other classes of individual organisation, indirpetformance determinants and also recognise thesrmws
potential moderators that can influence the extemthich individual differences predict performance

Knowledge

Moderating
Variables

Ability
Variab

Performance
Competent

Proactive
Processes

On
lineP

roces

Personality
Variables

Determinants of Job Performance
Source: Johnson (2003)

The model describes the potential paths througlthvtifferent classes of variables may operate floénce
different levels of performance. The relative sgbnof each path from one construct to another egpen the
specific predictor variables included in the modetl the specific performance dimension that isctiiterion.
For example, if achievement were used to predi@ temonstrating effort dimension of citizenship
performance, the strongest path would go throughivaiton (because motivation is highly relevant to
demonstrating effort, and achievement is highlgveht to each component of maotivation). If sociapilvere
used to predict the maintenance of good workingtiaiship dimension of citizenship performance, the
stronger paths were likely go through knowledge siitdl.

Model on Administrative Performance from BlumbemgdaPringle (1982) model however, a typology of
administrative performance as it relates to orgditiaal communication is presented in Figure 2.13.
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Effective
Communication
Administrative Performance

Willingness to act Opportunity for Sender/Receiver
upon message various channels of message
being delivered s of communication s being observed

Figure2.13: Administrative Performance Model
Source: Author’s Typology Field Work (2012)

Administrative performance (jp), as in Figure 2.1shows a function of effective communication (ec),
opportunity on channels of communication availgllec), the sender/receivers of message observeq ésrd

the willingness to act upon the message (wa). Dineept above can be represented in a mathemadjgatien

as: jp = f (ec, occ, srm, wa)he model concept means that the factors indicalbede affect performance and
that is determined by the degree at which each ocoemt is affected in the communication process. For
instance, the more efforts people in the commuitinaprocess put in, the likely better the perforoan
Similarly, if one of the components of the aboveaspt is missing, the poor likely will be the perfance.

Vigoda (2003) also indicated that the search fghér performance in public administrative systemnasws on a
continuous exploration of measurable output andare indicators. This doctrine as implemented énghblic
sector implies that if you can't measure a publitpot/outcome, it probably isn't worth consideringany
performance indicators (PIs) have been developedvaduate administrative performance (Berman 2000;
Nyhan 1995). Nonetheless, two of the most commaslyd perceptual measures are (1) attitudes tovtlaeds
general responsiveness of governments and pubfitinistration and, (2) detailed evaluations of @tig’
satisfaction with governmental services. Respomgss to citizens as clients may be regarded dddheGrail

of modern public administration. A responsive bu@acy delivers services and goods to its destinativith
optimal speed and accuracy (Chi 1999; Vigoda 200Apmas and Palfrey (1996) argued that responsigene
attests to the speed and accuracy with which acgepvovider replies to a request for action orifdormation.
Speed can refer to the waiting time between cifzeaquest for action and the reply of the publiercy.
Accuracy means the extent to which the providez&ponse is appropriate to the needs or wishesedfdtvice
user (Rourke 1992; Stewart and Ranson 1994).

Beyond the idea of measuring the general respomssgeof public agencies there is also a need toiaean
greater detail the satisfaction from services rambi Administrative performance means a comprekensi
distinctive, reliable and continuous. Manageriala@y, Administrative Performance and Trust in Gaance
assessment of citizens’ satisfaction from goverrtel@peration in various fields. In recent decadasisfaction
measures have become prevalent in state and featggaties. They were largely prompted by the cliamion
and by the vision of ‘putting citizens first’ (Caid and Caiden 2002). Hence, public administratiwcoarages
the use of satisfaction measures as part of peafiocmevaluations both inside public agencies amdnarthem
(Poister and Henry 1994; Swindell and Kelly 2000xhould also be noted that this strategy has lagepted
despite some limitations and criticism it needaddress (Stipak, 1979, 1980).
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From the foregoing literature, many variables idahg trust, transparency and accountability, caelsult in
performance. Similarly, effective communication ltbwesult in administrative performance. This falo a
typology adopted by Citrin and Muste (1999) and dRug1997), representing effective communicatioraas
precondition for the emergence of better perforreatcom the above, effective communication couédl l&o
performance if government and University admintstrs, for instance, mediates the relationship betwe set
of variables, representing quality of performanid astakeholder’s satisfaction.

M ethodology

The study examined the effects of organizationahmmainication on administrative performance of stafthe
University of Education, Winneba, Ghana under fivain objectives. The mixed research design wastadop
for the study. Using multistage sampling techniqu&s8 staff were selected. Questionnaires were @Eidtared

to 400 staff and the remaining 28 were interviewgdotal of 309 (77.3%) questionnaires were retdrnehe
data collected were analysed using the StatistRadkage for Social Sciences (SPSS) version 18.0 and
Microsoft Excel. Descriptive statistics such asgfrency counts, means, standard deviations, pegeEsta
means, factor analysis, cluster analysis, chi-sguatest, correlation and F-test were used toyapabbjectives
one to five of the study. Three hypotheses wertedeis null forms at 0.05 level of significance ngiAnalysis

of Variance (ANOVA) and chi-square. These were @nésd in a quantitative summary to allow for simgaled
quicker interpretation of the data by the researdhg@rovided understanding of the data in dedail helped put
the findings in proper perspective. Objectives 83aimvolved inferential statistics in the form afeosample t-
test was used to analyse them. This study empltyeaneans to determine respondents’ levels of aggee
with the various perceptive statements and t-vahres p-values to establish the levels of signifieanf the
agreements with the statements. Two step clustatysia was used to analyse group cohesion among
respondents and to identify the natural graumbjective 4. Though the variables were measured three
point Likert scale (low, moderate, high), the twepscluster analysis was deemed appropriate ta tinedour
groups of employee cohesion patterns. A chi-sqtest of independence between the groups and engploye
ranks was also considered here, since employeec@n#d influence the interest group patterns. Aghachi-
square test for employee membership of a clusteuf was also used to check the influence levatdyipus

of the employee. All these were carried out to &h#we consistency of communication practice in the
University. In the last objective, five, tiéendall Coefficient of Concordance (W) was usedatok constraints

to communication in the university. It is a toohttwas used to assess agreement among ratersSeaecteer
also used factor analysis with the Varimax rotatimethod to categorise the constraints.

Summary of resultsand discussion

The results showed that effective Organizationahmainication is widely believed to have the capatity
improve administrative performance in organisatidrise study was premised on the perception thautub wtill
seriously be affected if communication in UEW ieffiective. The following were highlights of the mai
findings of the study based on the objectiv@slected socio-demographic characteristics of stefe: age,
campuses, gender (sex), rank (title), status irUthigersity, educational qualification, years aspgienure) and
marital status detailed outcome for objective one.

Objective two sought to measure the perceptionstalf on the nature of communication in the Unditgr
using a five point Likert scale. Respondents gdheemreed that the Likert items or perceptive estadnts
reflected the nature of communication in the Ursitgr This is indicated by the overall mean valde3@6
which is equivalent to ‘Agree’ on the response eca@his strong assersion agrees with that of Bore(2@00)
who opined that bureaucracies (red-tapes) likesrukegulations and procedures that remain in farak entail
compliance tend to become a burden in large orghoiss. Scott and Pandey (2000) have also indiciutzid
red-tape has been considered as a barrier to img@rdihis notion is in line with the findings of A¢a007) in
his contribution to organisational communicationd aaliminating barriers in organization that, unclea
regulation and poor team work could affect commaitidn flow in an organisation.
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Again the objective three examined the organizali@ommunication system and the perception of siaff
performance. It was found that, communication systavailable for use in the University are largd arere
perceived to influence administrative performandthen a person communicates, he establishes a common
ground of understanding and in the organisationatext; it brings about unity of purpose, interastl effort
(Barth, 2003). The process by which information &wlings are shared by people through exchangerbl
and non-verbal messages, or the successful trasismisf information through a common system by sgisib
signs, behaviour, speech, or writing signals tlwiderstanding of the message received (Kalla, 20D&%
finding is in line with Oetzel et al. (2001), whosesearch highlighted the link between interpersona
communication and staff cohesion too. Such respnseagreement with Longest et al., (2000) tHa, least
used channel of communication in a large orgamira the diagonal flow which links up many staffthe
organisation to make information move faster toid\mureaucracy. Again Kay (2000) noted that, the ofa
well developed communication channel and skill wasessary for personal effectiveness.

With respect to objective four, organisational cammication was found to have moderate influnce @if st
cohesion with a grand mean of 1.90. The two stetef analysis again revealed four groups of engaoy
cohesion patterns. Clusters | and Il showed hidtesimn while clusters 11l and IV showed low cohaesidhis
shows that employee rank influences the groupintepe and membership of a cluster (group) and alss
influenced by the campus of the employee, as redefabm the chi-square analysis. Neorreklit andogaffeld
(2000) however, opined that the problems of coajpem among staff arise from lack of understanding
between work groups in merging organisations arat teduces effectiveness at work. Staff cooperation
according to Alagheband (2004), is rather a mutashmunication between subordinates and superi@ats th
makes them more acgainted with each other. Aroeaqry factor analysis with Varimax Rotation shovtbat
four independent communication parameters expladt®8d of variance in communication pattern in UEW-vi
a-vis group cohesion. . Boree and Thill (2000) aef¢he view that exchanging knowledge and opinions
organisational communication promotes positive &phere in organisations. A Pearson correlationficosft
value of 0.026 showed organizational culture ampa@te planning to be positively and significarttyrelated

at p < 0.01.The results of a one-way ANOVA condddte the various clusters to determine if differes exist
among the four groups identified in terms of gra@opesion revealed that corporate planning (F =Z2.df =
308; P < 0.01) accounted for the differences. Tidirigs of this study confirm what was discovergd3yunig

et al (2001) and Tindal (2009) that people comirgrf different backgrounds could promote raciabati
insensitivity, tension and mistrust in the workgs.

In objective five, respondents were made to idgr80 factors militating against organizational conmication
in the University. Factor analysiswas conducterkthuce the data for further analysis using the Alphactoring
method for the extraction. The factors classifisdKiendall's coefficient of concordance (W) was agaopto
rank the classified variables to assess which bdigddy militated against organisational communieatin the
University as appeared in Bird (2002). Accordingliaft (2000), research into the communication leagi
experienced by deaf employees indicated that osgsions need to address a much more complex seica]
and cultural factors beyond those directly relatediearing loss is similar to the above outcomely Q005)
points out poor and inadequate telecommunicatiailitfas; poor level of computer literacy, even hiit the
academic community; poor level of computer fa@hti poor level of awareness of internet facilittgsong
policy makers, government officials and the ruliclgss in general; and minimum involvement of academ
institutions in network building as challenges tatiing against communication that is no differemini the
object.

The foregoing assertion is similar to McGinn andrd&e(2002) who demonstrated that people have greate
difficulty developing a shared logic of exchangel aoordination when they communicate with chanmeta
challenges. Similarly, negotiations, according todve et al., (1999) on communication issues tdrtbevidual

on the job can result in improved performanceéf thannels are good.
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Conclusions

Based on the findings of the study, the reseand@hed the following conclusions:

That, the nature of communication systerm in thevehsity is influenced by the availability of nunoeis
pathways, channels (oral, written, electronic)eipersonal communication,communication skills ddffst
location of office and time of communication,teanmybureaucracy andred-tapism, feedback and the
magnitude of grievance resolution mechanisms. Tfeetéveness of communication at UEW is influendsd

the nature of the current communication systenff sammunication with superiors, staff contributgomo
discussions, subordinate communication and infdonatflow from colleagues, the varioussources of
information and staff educational level. Otherdide the use of magazines/newslettersand sign éyegand
demonstrations (characterised as non verbal conuation). In all cases communication channel make an
interplay in effective flow of information but th@bmes with challenges too. Official informatioratHlow
from colleagues to other staff include noticestmetpto promotions, transfers, pensions and otbeditions of
service. In some few instances the grapevine seageshe initial channel of communication of officia
information until it is formerly communicated tcaft

Again the effectiveness of communication is alsaitpeely influenced by organisational environmemda
managerial communication. The demographic charatitar that influence communication performance agno
staff are gender, rank, education and maritalistéthe factors affecting group cohesion are stadiperation,
expression of opinions relating to management ssleel of staff dissatisfaction, inadequacy dbimation
communicated, availability of training (long andoshterm), orientations and attachments for staffthe
University, Non uniformity in the single spine saiastructure and the multi campus nature of thevesity.
The most serious constraints militating against mamication flow in the University are inexperienmestaff,
inadequate qualified human resource, distancefiwesf laboratories, unclear organisational stmectaading to
role conflict, lack of supervision and lack of commmitation skills.

Recommendations

 From the findings on the study, the following recoemdations were made to improve the
effectiveness of communication in a multi campus$versity.

» To ensure effective communication and administeaigrformance, there is the need for upgrading the
knowledge and skills of staff. Again, majority dfet respondents (73.9%) have degree qualifications.
However out of this large population, only 2.7% am@fessors or hold analogous position. It is
therefore recommended that management of the Uhiiyeto support the development of senior
members to move towards attaining the statusesrobslecturers, associate professors and professor
which could improve on communication in general.

e Considering the dispersed nature of the UEW (nadtnpus nature), campuses should be given the
opportunity to act on routine issues at Collegeliemnaking them semi-autonomous, before getting to
central administration. This attempt in decentrafizinformation through the support of management
could reduce the communication traffic among carapusr from the main campus Winneba, to
satellite campuses to further appreciate the essafriime.

* To enhance administrative performance and effectivmmunication, it is recommended that the
University authority should promote the use of infation flow, feedback, relationships between
superiors and subordinates; and use of circulaters, notices, newsletters, should be greatly
enhanced in the University.

e To enhance organisational communication, group sioheand team work is important. The result
revealed that staff were unhappy with the influeméeethno-linguistic use at work place, salary
discrimination, lack of capacity and little cooptima of some staff. It is therefore recommended for
management of the University could use the orgatims of durbars and other social events
periodically to bring staff together, create awasnand foster stronger cooperation to enhance the
communication system.

» For a University to have good organisaional commation and effective administrative performance,
the bottlenecks hindering communication performamost be done away with. This research revealed
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a tall list of communication challenges in UEW. $bechallenges were classified into four main
constraints (Human, systems, administrative andcttral) and the support of management could
reduce the bottlenecks.

a. Human constraint: With human constraint, individuals and groupsevperceived to be the sole
cause of such challenges at work. It is recommetitggtcsuch staff are identified and given further
training and education in communication, humanti@hs, and appropriate ethical behaviour and
with the needed motivation.

b. Systems constraint: This challenge has to do with the use of machiegsipment and other
resources, e.g. unreliable power supply, poor telep network and lack of computers. It is
recommended that priority is given to the provisafnappropriate and adequate innovative and
durable machines and equipment to ensure effectim@munication.

c. Administrative constraint: Bureaucracy was identified as a major constramteffective
communication and information flow in the Univeysitt is recommended that the administrative
structure should be re-examined and the possihisesaof delays in information flow removed to
ensure effective and timely information dissemimatwithin and without the University system.
There is also the need to create awareness amafighsbugh education and training on work
ethics to make them more effective and efficierthiir work.

d. Structural constraint: Some of the constraints identified in the studgrevpoor transportation
system, lack of suggestion boxes, long distanceslack of adequate space. It is recommended
that management of the University should make giomifor the procurement and supply of these
items in future budgets.

« Managers need to communicate effectively to mativataff put up their best. The following
suggestions could improve communication skillshia work place in the University:

a. Formal speeches, one-on-one and group discussioes papular forms of verbal
communication. Verbal communication ensures speedgrmation flow and feedback.
However, senior members in the University who hsweervisory roles should be encouraged
to constantly reinforce verbal communication whelating to other levels of staff at work
place.

b. Staff lamented that some superiors do not commtmideaarly. It is recommended therefore
that management should ensure that through thedierin-service training, supervisors are
reminded to present their information, whether aédr written, in clear and unambiguous
language to reduce the misinterpretation and mistgtanding among staff.

c. The study further identified appropriate media atfter effective forms of communication to
include memoranda, SMS messages, notices, meaiimgishouse journals. The researcher
recommends that staff should apply more than onanmef communication (using the
principle of redundancy) for effective informatidflow among staff. This approach will
ensure that at least one of the messages is recaivkfeedback obtained.

Areasfor Further Research

Though this study provided valuable insight intie effect of communication of staff performancehia study
area, it has equally led to some unanswered quastéative to its capacity to produce the desteitomes in
Ghana. The research therefore represents the lieginof an effort that is geared towards making
Organisational Communication better. As a resulthier studies are required to broaden this rebesya@s to
help improve the quality of Organisational Commatiizn in Ghana and other jurisdictions. Again thedg
was limited to only UEW, and it is therefore recoemded that future works should have a larger stogie
would strengthen the findings of this study in artieascertain whether generalising these findiagsossible
beyond where this research was undertaken. Tharsdsr also recommends further research to inagstidpe
influence of other factors such as cultural, jolatel factors of trainees, and other environmeistales that
could affect the quality of Organisational Commuticn in institutions with the same governance ieckure.
Another acknowledged limitation of this study wessaver reliance on data obtained within the pedbstudy.
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A repetition of this study in the future could atthé benefit of a longitudinal scope and could allesearchers
to understand how the effect of Organisational Camgation can affect Staff Performance.

Limitations of the Study

The data for this study were only gathered from UEWdus, the study does not provide insight into the
variables influencing other public universitiessimilar multi campus University Environments. Adiisinative
performance, as a result of the influence per égf@ could not be established. However, this meghe aim
of the study, as the study focused on the respaisdeerceptions of the variables and the relatignbletween
the variables, which influenced practitioners vie®ontributions made to organisational communicatoe
limited. It should be noted that it is possiblek®ep in mind that there is possibility that thepaxents’
perceptions of the influence of variables and theua influence of variables on staff in contrilmgito
organisational performance, could differ. Furthixdies to investigate this difference are needédthough it
is suggested that staff may be performing more tiranrole at a time, this study could not accomrtetizat
information in the statistical analysis. This iscg the researcher limited himself to status dqpipior staff,
senior staff, senior member and management stafffientified in the study. Furthermore, it was idifft to
categorise areas of specialization and performdhsbould also be noted that the researcher afiplying the
survey method and using the required statistiagbktm analysing results from the data, was coregeib apply
the mixed method of data collection approach bgrinewing and making observations at his place ofkio
confirm the statistical data analysis, which atsokitime and other resources not budgeted for.

References

Adereti, F. O., Fapojuwo, O. E.,&0Onasanya, A. $0@&). Information utilization on cocoa producti@thniques by framers
in Oluyolelocal government area of Oyo State, Naydturopean Journal of Social Scien&e(1),1-7.

Akinsorotan, A.O. (1995). Village extension agenfrception of the appraisal systems in Oyo Stapecultural
development programme in Nigerirurnal of Extension Systemi§ (1), 59-67.

Argenti, P. A., Howell, R. A., & Beck, K. A. (2005)he strategic communication imperative.

Barth, S. (2003). A framework for personal knowledggnagement tool&M World, 12(1),20-21.

Bird, F.B. (2002). The muted conscience: moral siéegmed the practice of ethics in busin€dsorum, Westport GH5.

Bovée, C.L. & Thill, J.V. (2003)Business communication todéf'ed.). Upper Saddle River, Prentice-Hall. pp332-343.

Bozeman, B. (2000Bureaucracy in organistiaripper Saddle River, NJ: Prentice Hall.

Cramton, C. D. (2001). The mutual knowledge problemd és consequences for dispersed collaborationedRels
Management Study for Communication Research Insiint&ligeria. 1, p.34.

Crane, J. & Crane, F. G. (2010). Optimal non-verlmahmunications strategies educationists should engatp promote
positive communication outcomes. Communication Managnt.Quarterly, 27 (3)262-274.

Grunig, J.E. (2002)Symmetrical system of internal communicationJ. E. Grunig (Ed.)Jxcellence in public relations and
communication managementillsdale, NJ: Lawrence Erlbaum Associates.p77.

Hirschheim, R., & Klein, H. K. (1994). Realizing enadpatory principles in information systems deveigmt: The case for
Ethics.Management Information Systems QuartetB(1), 83—109.d0i:10.2307/249611

Hockney, R. (1994). The communication challengeM®&P: Intel Paragon and Meiko CS-2, Parallel Com@(3): 389—
398.

as...perspectives on theorypp. 31-37). Thousand Oaks, CA: Sage Publisitifl. Sloan Management Review, 46, 83—89.

Kalla, H. K. (2005). Integrated internal communioas: a multidisciplinary perspectiv€orporate Communications 1)
302-314.

Longest, B. B., Rakich, J. S., & Darr, K. (2000)anaging health services organizatioféth ed.). Baltimore: Health
Professions Press, Inc.

Luft, P. (2000). Communication barriers for deafpbogees: Needs assessment and problem-solvinggigat pp 14, 51—
59.

McGinn, K. L., & Keros, A. T. (2002). Improvisatioand the logic of exchange in socially embeddedstations.
Administrative Science Quarterl7, 442-473.

Mitchell, T.R., & Daniels, D. (2003Motivation. In B. Weiner, series ed., and W.C. Borman, D.R. ligeR.J. Klimoski,
(Eds).,Handbook of Psychology, Vol. 12: Industrial andg@mizational Psychologgpp. 225-254). Hoboken,
NJ: John Wiley & Sons, 2003. Print.

37



Campion

Moore, D. A., Kurtzberg, T. R., Thompson, L., & MistrM. W. (1999). Long and short routes to sucéessectronically
mediated negotiations: Group affiliations and gedatations.Organizational Behaviour and Human Decision
Processesr7, 22-43.

Noerreklit, H. & Hanns-Martin W. Schoenfeld (20@@9ntrolling Multinational CompaniesiAn Attempt to Analyze Some
Unresolved Issues. The International Journal ofoliating. 35, No. 3, pp. 415 + 430. ISSN: 0020-7063

Oetzel, J. G., Burtis, T. E., Chew Sanchez, M. IR&ez, F. G. (2001). Investigating the role of mamication in culturally
diverse work groups: A review and synthe€s®@mmunication Yearbook of Managerial Psychology, ¥B—
328.

Okiy, R.B. (2005). Strengthening Information Prowisio Nigerian University Libraries. 397-40raries. A Key Note to
Organizational Dynamics. Organizational Communicatid\n Interdisciplinary PerspectiveSsage, Newbury
Park, CA. 29(4), 274-288.

Porter, M. E. (2000)The competitive advantage of natioNew York: Free Press. Predictors of

Sapienza, A.M. (1995)Managing Scientists — Leadership Strategies iierfific ResearchSchool for Health Studies,
Boston, Massachusetts®Edition.

Scott, S. G., & Lane, V. R. (2000). A stakeholdeprapach to organizational identitpAcademy of Management Review,
25(1),43-62.

Shearer, C. S., Hames, D. S. & Runge, B. J. (2001yv B&Os influence organizational culture followingqatsitions.
Leadership& Organizational Development Journal,32005-113.

Shelby, A.N. (2001). Organisational, business, rgan#nt, and corporate communication: An analysisoafndaries and
relationshipsJournal of Business Communicatj@0(3), 224-258.

Silverman, G. (2001)The secrets of word-of-mouth marketing: how to triggeonential sales through runaway word-of-
mouth New York: American Marketing Association. PP10I81

Smidts, A., Pruyn, A.T.H., & Van Riel, C.B.M. (2001h& impact of employee communication and perceivedreal
prestige on organizational identificatiohcademy of Management Jourdd@(5), 1051-1062. Social Psychology
Bulletin, 27, 601-61.

Souitaris, V., (1999). Research on the determinaftsechnology innovation: A contingency approadtiternational
Journal of Innovation Management, 3(287-305.

Spears, R., Lea, M., & Lee, S. (1990). De-individratand group polarization in computer-mediated camication.
British Journal of Social Psycholog#9,121-134.

Spears, R., Postmes, T., Lea, M., & Wolbert, A. @0The power of influence and the influence of pow virtual groups:
A side look at CMC and the Interndburnal of Social Issue$8, 91-108.

Sperry, L. & Whiteman, A. (2003Communicating effectively and strategicalycGraw-Hill, pp55-66.

Spillan, J. E., Mino, M., & Rowles, M. S. (2002).&8img organizational messages through effectivarddttommunication.
Communication Quarter|y89-90.

Stevens, D. (1983). On symmetric stability andahsity of zonal mean flows near the equattournal Atmos. Sci., 40
882-893.

Stewart, J. & Ranson, S. (1994). Management in tigigp domain. InD McKevitt & A Lawton (EdsPublic Sector
ManagementSage, London.

Stewart, J. (Ed.). (2009ridges not walls: A book about interpersonal comioation Macmillan. 90 — 98 pp.

Stipak, B.(1979). Citizen satisfaction with urban vémes: potential misuse as a performance indicaRublic
Administration Review

Stipak, B.(1980). Local governments’ use of citizsamnveysPublic Administration Review 4621-25.

Stokes, J. P. (1983Components of group cohesion suggestions for fugsearch: Strategic communication audidew
York: The Guilford Press. pp212-214.

Swindell, D.& Kelly, J.M. (2000). Linking citizenasisfaction data to performance measures: a prdirgi examination.
Public Performance and Management Review34-52.

Swink, M., & Song, M. (2007). Effects of marketimganufacturing integration on new product developntane and
competitive advantagdournal of Operations Management,(25 203-217 pp.

Symon, G., (2000). Information and communicatiocht®logies and network organization: A critical lgge. Journal of
Occupational and Organizational Psychology, 73@89-414.

Tindall, N.T.J. (2009). In search of career satisfm: African-American public relations practitiers, pigeonholing, and
the workplacePublic relations review, 35(4%43-445.

Yazdifar, H. (2005): Management accounting change subsidiary organizatioworking paper122.

Yoo, Y., & Alavi, M. (2001)Media and group cohesion: relative influences ociapresence taskork: Free Press.

38



