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ABSTRACT

This study sought toexamine the effect of communication on employee performance in engineering companies: a case of selected companies in Arusha Tanzania. The study had three specific objectives namely; to examine the effect of central route communication, peripheral route communication and transparent communication on employee performance in engineering companies. The study used positivism philosophy and descriptive survey research design. Cluster sampling techniques and questionnaires were adopted to collect data from 144respondents. Descriptive statistics with the aid of   SPSS version 22 were used to analyze data. Findings revealed that central route communication affected employee performance in engineering companies in Arusha Tanzania since employees are highly involed and strong message is communicated. Findings further indicated that peripheral route communication affected employee performance in engineering companies as it changes positively the attitude and belifs of employees about work. Finally,it was also discovered that open communication has an impact on employee performance as it improves employees confidence, trust and a feeling of being respected. The study recommended that engineering companies should strengthern the employees involvement and use myriads of communication strategies as it affect employees performance. 
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CHAPTER ONE

INTRODUCTION

1.1 
Overview

This chapter covers the study's history, problem statement, research objectives (both general and specific), the significance of the study, the scope of the investigation, study limits, and study organization. 

1.2 
Background of the Study

In any business, communication has a significant impact within and among workgroups.Teachers' job satisfaction and productivity are heavily influenced by communication tactics (Chandra, 2016). On the other hand, Johns (2015) argued that effective communication is geared towards employee performance. In engineering companies, communication plays a great part and is regarded as important as technical knowledge since without communication no engineering activities can take place, communication between engineers and their supervisors, clients, suppliers, operatorsare important for the achievement of the set objectives.
Raina and Roebuck (2016) established seven communication techniques, including clear, correct, comprehensive, succinct, specific, cohesive, and courteous. Employees can vent their frustrations and pleasure to each other and to management through efficient communication tactics. As a result, communication allows people to relate views and resolve ambiguity regarding their professions, positions, and areas of conflict between groups and individuals. The golden thread that binds the management's six essential functions of leading, planning, organizing, staffing, managing, and communicating is clear communication.Communication is important because it can help an organization change for the better (Shem, 2018: Atmojo, 2015). 
As a result, communication is critical to employee effectiveness in engineering firms.
Employee performance, on the other hand, refers to how successfully a person performs their job obligations and responsibilities (Femi, 2014). Onifade, Opele, and Okafor (2018) found that many businesses evaluate their employees' performance on a yearly or quarterly basis to identify areas where they might improve. Employee timeliness, quality of work, personal habits, and overall attitude are all important factors in corporate success that may be quantified.

Globally much has been studied about the effect of communication on employee performance in engineering companies. For example, Men and Stacks (2014) discovered that an organization's symmetrical communication worldview greatly fosters its day-to-day transparent communication practice in their study on the effects of authentic leadership on strategic internal communication and employee-organization relationships in the United States. Employee trust, control mutuality, commitment, and satisfaction are all enhanced by transparent communication, which is defined by information substantiality, accountability, and employee participation. Transparent communication totally mediates the impact of symmetrical communication on employees' relational outcomes.
Jacobs, Yu and Chavez (2016) when examining the effect of internal communication and employee satisfaction on supply chain integration in Chinese engineering companies, revealed that internal communication has a significant positive effect on employee performance and that internal communication and employee performance significantly influence internal integration, which subsequently affects external integration. Furthermore, the results reveal that employee performance partially mediates the relationship between internal communication and internal integration. This shows how communication is essential in engineering companies.
Femi (2014) explored the impact of communication on worker performance in engineering enterprises in Lagos State, Nigeria. The results found that a relationshipexists between effective communication and workers’ performance, productivity and commitment.  The study recommended   that   managers   will need to communicate   with   employees   regularly to improve   workers commitment and performance.  
Similarly, Atamboand Momanyi (2016) examined those effects of internal communication on employee performance in Kenya power and lighting company. The findings realized that downward communication is appreciated by KPLC thus information is timely, enhancing performance.  Respondents also acknowledged that through upward communication the management gets feedback on performance and employees are able to raise complaints to the management hence enhancing performance. Lateral communication was also found to be essential since it enables interactions within departments, team building and proper work coordination.
Another study done in Rwanda by Gasasira, Shukla, and Vincent (2018) on the effect of leadership styles on employee’s performance found that participative leadership style existed whereby managers explain to the employees the importance of their input in decision making, employees are consulted by the leadership before making key decisions, all decisions made by leadership are shared promptly with the employees and leaders listen receptively to the ideas and suggestions of employees.
In Tanzania, several studies have been conducted on communication in organizations. For instance, Asia (2015) examined the impact of organizational communication on job performance. A Case of Tanzania Social Action Fund (TASAF) in Arusha Municipality revealed that the communication gaps within TASAF had an impact on job performance and therefore poor provision of services to the community they served. The study further indicated that some factors affected job performance apart from communication. These included poor facilities, low salaries among the TASAF employees, and poor community support. However, the study did not include engineering companies. This study however, this study focused mainly on barriers hindering effective communication. Similarly, the study did not focus on enginnering companies. The current study wend further by examining the effect of communication on employee performance in engineering firms.
Kitila (2017) explored the effects of the workplace environment on employee performance and productivity in Tanzania: a case study of selected micro and small businesses (MSEs) in Dar Es Salaam.According to the study, physical workplace environment components such as furniture and work facilities/tools influence 71.7 percent of MSE workers' performance and productivity in Dar es Salaam.The layout and size of the office, as well as the quality of the air and ventilation, and the lighting, all contribute to the performance and productivity of MSE's employees. It was also discovered that good organizational communication contributes 57.6% and supervisor support contributes 54.1 percent to worker performance and productivity in MSEs.This study, however, did not look at the impact of communication on employee performance in engineering firms.With the guide of elaboration likelihood model of communication this study looked into the impact of communication on employee performance in engineering firms: a case study of a few firms in Arusha, Tanzania.

1.3 
Statement of the Problem
Communication is a many-sided phenomenon that means different things to different people. It is a process of a means of access to the mind or thought of another. Today, however, more and more workers find out that an important aspect of their work is communication which is the mutual exchange of understanding, originating with the receiver that leads to effective and efficient work performance in an organization because it’s the essence of management (Onifade, Opele and Okafor, 2018).
Engineering companies in their daily activities involve ordering materials, equipment, reporting, supervising, constructing, and serving customers all these need effective communication to be properly achieved otherwise confusion, frustrations, and conflicts is mostly expected. Engineers must communicate with one another, with supervisors, with employees in various departments, and even with clients daily.Their work is sophisticated and technical, but not everyone they work with has the same level of technical understanding, making strong communication skills even more crucial.In engineering, effective communication is essential for ensuring that all project partners are on the same page.Communication in an organization can be determined in two significant ways, as per the Elaboration Likelihood Model: periphery route and center route. 
Kinsey (2019) argues that communication is a fact of life, especially in a workplace, where teamwork, technology, and remote work are increasingly common. Although communication is seen to have myriads of advantages on the performance of employees in engineering companies, most of the employees in engineering companies in Arusha are not performing as expected. 
Similarly, different studies about communication in companies have been conducted as (Pfeifer and Head, 2018; Harianja, Dewi and Purba, 2017; Harianja, Dewi and Purba, 2017;Coffelt, Baker and Corey, 2016). Although these studies had their scope, they did not investigate the effect of communication on employee performance in engineering companies in Arusha Tanzania.Based on this backdropthis study, therefore, examined the effect of communication on employee performance in engineering companies: a case of selected companies in Arusha Tanzania.
1.4
Research Objectives

1.4.1 
General Objective

The general objective of this study was to examine the effect of communication on employee performance in engineering companies: a case of selected companies in Arusha Tanzania.
1.4.2 
Specific Research Objectives

The study had the following specific objectives;

(i) To examine the effect of central route communication on employee performance in engineering companies in Arusha Tanzania.
(ii) To determine the effect of peripheral route communication on employee performance in engineering companies in Arusha Tanzania
(iii) To examine the effect of transparent communication on employee performancein engineering companies in Arusha Tanzania

1.5 
Research Questions

The study was guided by the following research questions;

(i) What is the effect of central route communication on employee performance in engineering companies in Arusha Tanzania?

(ii) What is the effect of peripheral route communication on employee performance in engineering companies in Arusha Tanzania?

(iii)  What isthe effect of transparent communication on employee performance in engineering companies in Arusha Tanzania?

1.6 
Significance of the Study
The study will benefit several groups. First, the study will add both theoretical and empirical knowledge on this interesting topic. Second, managers inengineering companies in Arusha will get valuable information about how best they can improve communication for the employee’s performance. Third, the findings will show the position of communication in engineering companies in Arusha Tanzania. Fourth, the study will help to improve the quality of service offered by engineering companies reducing the power outage by having effective communication from the management to the lower employees, completing projects on a specified time, reducing conflicts and stresses among the employees, and production increase. 
Finally, this research will help policymakers to formulate appropriate policies that will guide engineering companies in the aspect of communication within companies. The study will help future researchers who will be interested in investigated issues relate to communication strategies among organizations.
1.7 
Scope of the Study

The research examined the effect of communication on employee performance in engineering companies: a case of selected companies in Arusha Tanzania. Specifically, the study examined the effect of central route communication on employee performance in engineering companies, the effect of peripheral route communication on employee performance in engineering companies,and the effect of transparent communication on employee performance in engineering companies in Arusha Tanzania.  In this study, data were collected from the selected engineering companies in Arusha.
1.8 
Limitation of the Study

The researcher had some challenges in completing this study, including not being able to get respondents on time due to their busy schedules. The researcher, on the other hand, was able to work out schedules with responders and agree on a good time for data collecting sessions. Due to political difficulties, the researcher was also hampered by a lack of cooperation from managers, supervisors, and other staff. To overcome this constraint, the researcher stated the study's goal clearly and ensured that the information gathered would be treated with the highest confidentiality and would only be used for the study's purposes. Thus, despite the limitations, adequate information about the effect of communication on employee performance in engineering companies was collected.
1.9 
Organization of the Study

The context of the problem, the statement of the problem, the objectives of the research, the research question, the scope, and the organization of the study have all been addressed in the first chapter. The second chapter discusses literature reviews, conceptual definitions, theoretical literature reviews, the empirical review research gap, and the conceptual framework. Research methodology, study area, research design, study population, sample size, sampling techniques, data collection method, data analysis methods, and study limitations are all covered in Chapter 3. The fourth chapter presents the findings of the research, along with analysis and interpretations of the data acquired in the field. The chapter also includes questionnaire responses, respondent profiles, findings from research questions, and a discussion of the findings. The conclusion and recommendations derived from the research findings are presented in the final chapter.
CHAPTER TWO
LITERATURE REVIEW

2.1 
Overview
This chapter explores the scientific literature of the study, which is the impact of communication on employee performance. It begins with basic definitions, an overview of communication, including theoretical and empirical reviews, and a discussion of the global, African, and Tanzanian variability situations. It also connects concepts and factors to find key areas to investigate.
2.2 
Conceptual Definitions

2.2.1 
Communication

The process of establishing, interpreting, and negotiating to mean is known as communication.Verbal, nonverbal, and textual communication are all forms of communication.It could beaudible, visible, or even bodily. Communication can be done in a variety of ways, but itis always a taught behavior. People must learn to communicate using codes, symbols, and linguistic systems, although most humans are born with the physical capacity to speak, hear, see, and so on. Communication is thus a group activity in which people employ symbols to create and interpret meaning (Baluyos, Rivera and Baluyos, 2019). 

2.2.2 
Employees Performance

Employee performance is defined as how an employee fulfills their job duties and executes their required tasks. It refers to the effectiveness, quality, and efficiency of their output. Performance also contributes to our assessment of how valuable an employee is to the organization (Khan & Mashikhi, 2017). 
2.2.3 
Engineering Companies 

An engineering company is a business made up of professional engineers and consultants. These firms often specialize in construction, transportation, and environmental services. Engineering companies are hired by architects, construction companies, and private clients to design or modify buildings, roads, and parcels of land (Vila, et al, 2017). 
2.3 
Theoretical Literature Review
This report explains numerous theories linked to the study. The Elaboration Likelihood Model of Communication has been described in this study.
2.3.1
Elaboration Likelihood Model of Communication
Likelihood of ElaborationRichard E. Petty and John T. Cacioppo created a communication model in the 1980s. According to the paradigm, every communication goes through a persuading process in two separate ways. They are known as the Central and Peripheral routes.Both are excellent persuasion strategies, but each has its own set of guidelines for making them more effective (Teeny, Briol, and Petty, 2017). 

Effective communication, according to Shi et al. (2018), is based on persuasion, which occurs when readers, listeners, or viewers learn a message from what they read, listen to, or watch. The Elaboration Likelihood Model (ELM) outlines how a persuasive message affects a reader's or viewer's attitude.When communicating with their employees, it is critical for firms, including engineering, to understand their employees' perspectives.
First, central route - the process of persuasion through central route is straight to the point and complete. The central route needs a thoughtful consideration of arguments which contains in the message. It requires more involvement from the part of reader or viewer. The receiver of the message carefully analyzes the message and think of it in every possible angle. When the receiver processes the message through the central route, his active participation is vital also his motivation and ability to think. In simple it can be said that the receiver should care about the message and subject matter. The central route is strong. A person who is distracted or having some problem with understanding the message may not be able to do the central processing. The disadvantage of this technique is that, if the receiver is not directly affected by the message, he or she will ignore it (Zhou, 2017). 
Second, peripheral route - The peripheral route is poor, and the receiver's involvement will be minimal.The communication sent via the peripheral channel is not cognitively examined.The message's recipient is undecided on whether to agree or disagree with the message.Because the person may not be able to elaborate on the message sufficiently, he will be convinced by elements unrelated to the message (Zhou, 2017).
Allison, et al (2017) in Texas found that for employees to perform effectively, a clear message from their supervisors is essential. In the context of this study, the model is directly related since the study seeks to examine the effect of communication on employee performance.Effective communication, according to the concept, is dependent on persuasion, which occurs when readers, listeners, or viewers learn a message from what they read, listen to, or watch. As a result, this model will aid in comprehending the impact of communication on employee performance in engineering firms: a case study of a few firms in Arusha, Tanzania.
Therfore, through the Elaboration Likelihood Model of Communicationthr researcher was able to  examine the effect of central route communication on employee performance, determine the effect of peripheral route communication on employee performance and understanding the effect of transparent communication on employee performance in engineering companies in Arusha Tanzania which serves as the specific objectives of this study.
2.3.2 
Various Models of Communication

Scholars have devised some models to describe the communication process.Linear, Interactional, and Transactional are the three most well-known communication models.Each model illuminates the evolution of communication, but it focuses on various aspects of the process.The models depict complex interactions as visuals or visual representations.They're useful because they simplify communication's core structure and can help us understand it not just verbally, but also visually. They also act as a form of map to highlight how different portions of the communication process are interconnected (Loncke, 2020).
2.3.2.1 Linear Models

This model describes communication as a linear process. This model describes how a sender, or speaker, transmits a message to a receiver, or listener. More specifically, the sender is the source of the message. A message may consist of the sounds, words, or behaviours in a communication interaction. Message passes through a specific channel, the pathway or route for communication, to a receiver, who is the target or recipient of the message. There may be obstacles in the communication process, or noise. Noise refers to any interference in the channel or distortion of the message. This is a fairly simple model in which a message passes tfrom the source to the destination (Turaga, 2016).
2.3.2.2 Shannon and Weaver Model

While the linear model was dominant in the mid-twentieth century, Llopis-Lorente et al. (2017) argue that it is potentially too basic.When you consider the views about communication, or assumptions, made in this model, you can easily identify its limits. For starters, this approach implies that communication is only one-way. A person can be a sender or a receiver in this case, but not both.Because communication in action is more dynamic than the linear model predicts, this is an issue. In practice, communication entails a two-way exchange between senders and receivers, with listeners serving as more than just passive receptacles for a sender's message. This paradigm is further constrained by the fact that it only provides one channel for a single message. Finally, it suggests that communications are distinct from one another, with a definite beginning and conclusion. Communication, on the other hand, is rarely if ever as nice and tidy as a linear model would suggest.
2.3.2.3 Interactional Models

Interactional models follow two channels in which communication and feedback flow between sender and receiver as part of the transition to a more dynamic view of communication.

According to Loncke (2020), feedback is merely a receiver's response to a sender. Yes, yeah, or nod the feedback, demonstrates understanding.It can assist senders in determining whether their message has been received and comprehended. Interactional models see communication as a continuous process that emphasizes flow and feedback. The sphere of experience is the model's final feature. Environment, experiences, culture, and even inheritance can all impact how a sender produces a message, according to the field of experience.
Keep in mind that each person brings their own set of experiences to the table. Similarly, each communication interaction is one-of-a-kind. Despite the fact that the interactional model is more dynamic than the linear model, it still has significant drawbacks. This paradigm, for example, suggests that while persons can be both senders and receivers, they cannot do so at the same time. Roles are not as clear-cut in live communication and are, in fact, considerably more variable.
2.3.2.4 Transactional Models

Transactional communication, according to Csányi (2020), is the most dynamic of all communication models. The shift from referring to persons as senders and receivers to communicators is one of the model's most striking features. This means that people can communicate by sending and receiving messages. This approach sees communication as a transaction at its core. To put it another way, communication is a collaborative activity in which communicators co-create the interaction's process, outcome, and efficacy. In the transactional model, people build shared meaning in a more dynamic process than in the linear model, in which meaning is conveyed from one person to another, and in the interactional model, in which understanding is acquired through feedback.
The sphere of experience is also given more weight in this paradigm. While each communicator has their own set of experiences, they must also share a common ground. To put it another way, if people are to communicate at all, they must share at least some degree of cultural, linguistic, or environmental overlap. This model also understands that communications have an impact on the answers, or subsequent messages, that are generated throughout a communication encounter. This means that communications are interconnected rather than standing alone. The interrelationship concept asserts that messages are linked and build upon one another. Because; humans are considered as dynamic communicators rather than simple senders or receivers, there must be some overlap in domains of experience to generate shared meaning, and messages are interconnected, the transactional model is the foundation for much communication theory.
2.3.3 
Transparent Communication and Employee Performance
When a firm is more transparent with its employees, it is more effective in multiple areas: employee engagement is higher, the company culture is stronger, and transparency generates a sense of comfort among employees, allowing them to freely interact. A transparent workplace also makes people feel valued and stimulates innovation (Schnackenberg & Tomlinson, 2016).
According to Yue, Men, and Ferguson (2019), transparent communication is a philosophy of sharing information freely to benefit the organization and its people. That could mean executives sharing company information with the whole team, or individual teammates sharing feedback. It can go even further and involve what your organization communicates to candidates, customers, and the public. When a firm is more transparent with its employees, it is more effective in multiple areas: employee engagement is higher, the company culture is stronger, and transparency generates a sense of comfort among employees, allowing them to freely interact. A transparent workplace also makes people feel valued and stimulates innovation (Schnackenberg & Tomlinson, 2016).
Ramadanty and Martinus (2016) argue that the context of transparency in an organization’s actions and the team’s communication is as simple as it is: No secrets. It is taking actions in such a way that others can easily see them. People like to know things. No one feels comfortable being surrounded by secrets and hidden information, especially in the workplace.
The following are five criteria of regular transparent communication:Communication - If team members don't have a habit of open communication and information sharing, the team lacks trust; honesty - If team members hide things, calculate, or manipulate information, the team lacks trust; feedback - If team members defend themselves when being evaluated, the team lacks trust; respect - If team members don't resolve conflicts and arguments promptly, the team lacks trust; and admitting wrong - If the team members don't admit wrong immediately, the team lacks trust.- If members of a team are fearful of making mistakes, the group is lacking in trust. Companies are embracing transparent communication in more ways than ever before, with some going so far as to make all internal talks, wages, and other information open to everyone within the organization.The goal is to improve employee performance (Schnackenberg & Tomlinson, 2016). 
2.4 
Empirical Literature Review

This section is about empirical reviews throughout the world.Some scholars have pursuedresearch on communication and employee performance to find lots of challenges linked with and as a result of the practice. 

2.4 1 
The Effect of Central Route Communication on Employee Performance
Effective communication promotes effective management, which aids inthe attainment of organizational goals in any organization. A study conducted by Kham and Tazik (2016) in Mogadishu-Somaliarevealed that effective personnel management is a function of effective communication as management involves working with and through others to achieve corporate goals People tend to participate in central route processing when elaboration is high. People analyze all of the information offered when using the middle path.Early workplace communication and problem-solving to avoid back disability: findings of a randomized controlled trial among high-risk workers and their supervisors.
Moreover, in America, Pfeifer and Head (2018) indicated that for an organization to have organized plans and actions, communication should be part of the day-to-day activities. The power of communication in a company is that it can connect between one individual and the other. The study further indicated that communication specifically effective communication is what assures the survival of any organization. managerial and administrative tasks solely depend on how individuals communicate within an organization. Murtiningsih, Kristiawan, and Lian (2019) in India revealed that the process of disseminating information through various channels in the organization, forming a chain of clear understanding from top-level management to workers at the bottom level and vice versa, and integrating the members of the entire organization into a unified team is very necessary and crucial. 
The medium of communication is perhaps one of the most crucial determinants of the effectiveness of communication. No matter how brilliant a message is, if it is conveyed through an improper channel, it will not only be unproductive but will also generate major key challenges. Furthermore, TBaker and Corey, (2016) Indonesia revealed that two-way communication and direct feedback will make it possible for effective communication. The essence of this interpersonal relationship is when communicating, the principal not only conveys the content of the message but also builds a good relationship to the communicant as well as the relevant parties in the organization.
2.4.2 The Effect of Peripheral Route Communication on Employee Performance
A study conducted in South Africa by Palmer and Christison (2018) found that the communication process follows a systematic procedure. It is a give and take method involving the sender and the receiver.  Usually, the sender musthave an idea to put across which makes it a 3-way grid – the sender, message and the receiver.  For better communication in companies, the managers and head of departments mustfirst and foremost conceive an idea and relate such idea to his staff and expect response.    Good communication promotes employee’s performance and reduces the anxiety in supervision.

Another study in London by Lievrouw and Finn (2019) identified the common dimensions of communication: The communication systems model found that communication, at any point in time within an organization, is successful to the extent that the sender of a message and a receiver have a very similar comprehension of the content of the message. Meaning that for encoder to create a message and for a decoder to translate it, there must be a sound knowledge of facts and ideas about the message. He also buttressed the fact that communication does not take place unless the receiver correctly interprets the information being transmitted. Nevertheless, communication is not effective until the message is properly and accurately decoded by the receiver. Communication is an event that occurs whenever people assign meaning to each other’s behaviors.
In Tanzania, Asia (2015) examined the impact of organizational communication on job performance. A Case of Tanzania Social Action Fund (TASAF) in Arusha Municipality revealed that the communication gaps within TASAF had an impact on job performance and therefore poor provision of services to the community they served. The study further indicated that some factors affected job performance apart from communication. These included poor facilities, low salaries among the TASAF employees, and poor community support. However, the study did not include engineering companies.
In the United States, Coffelt (2016) conducted a study on business communication practices from employers’ perspectives. The study realized that the way employees interact in the organization is a result of the communication strategies used in the entire organization. Therefore, the quality of the what is done in an organization depends on communication. The findings suggest that communication need to be effective for effective employees’ performance. 
The study further revealed that it is essential that managers and supervisors in the organization to use effective communication so as to motivate employees and maintain strong working teams.  From time to time, managers should make analysis to see the effect of their communication strategies to whether they are effective or not. Any identified challenges in communication should be timely and effectively addressed. Employees should be part of the communication analysis in all levels. Harianja, Dewi and Purba (2017) in their study in Liberia  pointed out three roles of communication on employee’s performance in a company. 
First is the informative role. Under this aspect, the function of communication is to make sure members of the organization have the intended information (message). The information given in this role helps employees to their day-to-day roles. For instance, instructions receive from their supervisors. Through this kind of communication, the management ensure that all necessary information is communicated to the employees. There are various ways that facilitate this informative role such as meetings as well as various reports produced from time to time in the departments or sections. These meetings and reports are essential to show the progress and the challenges encountered so that they are timely addressed.
The second is the command and regulative role. This kind of communication includes the general way in which the company communicates to employees. There are many ways in which this kind of communication can be facilitated. One of the methods is through the organizational policies, organizational structures, rule and regulations of the organization and a like. In order to ensure that the organization information is communicated to all employees, effective communication is required. The management normally find suitable ways to ensure that organization’s information reach the employees on time and correctly.  This is because the information contains what is expected by the employees from the employer. Under this aspect, without effective communication, organizations mission and vision can easily be achieved.
The third role is persuasion. This is a persuasive role oof communication which is operated within the organization in order to ensure that employees ‘message or information reaches their supervisors or managers. This kind of communication is important to bring the balance in communication between the employees and managers. This is important to be done in all organizations because sometimes managers tend to command what to be done by the employees thus this creates a means of two-way traffic means of communication within the organization. Through this balanced communication, employees and employers (managers and supervisors) maintain good relationship thus promote employee’s performance.
2.4.3 
Transparent Communication and Employee Performance
Jiang and Men (2017) investigated the impact of authentic leadership, honest corporate communication, and work-life enrichment on employee engagementin United States. It was established that employee communication that is transparent, with three dimensions of sufficient and accessible information, accountability /authenticity, and participation/openness, not only improves employees' reputation perceptions of their organizations (B =.54), but also fosters job engagement (B =.41), and their willingness to adopt an accommodating stance to the public (B =.41). Findings are discussed in terms of how organizational leaders (i.e., that include top management, managers, and unit supervisors) can inspire greater workplace performance.
Rawlins (2009) indicated that transparency efforts scale, which has three constructs, was used to measure employees' perceptions of transparent communication by leaders. The leader of my organization provides detailed information to people like me; asks for people's opinions before making decisions; spends time with people like me to understand who we are and what we need; solicits feedback from people like me on the quality of its information; makes it simple for people like me to find the information they require); involves people like me to help identify the information I need.
Kitila (2017) explored the effects of the workplace environment on employee performance and productivity in Tanzania: a case study of selected micro and small businesses (MSEs) in Dar Es Salaam. According to the study, physical workplace environment components such as furniture and work facilities/tools influence 71.7 percent of MSE workers' performance and productivity in Dar es Salaam. The layout and size of the office, as well as the quality of the air and ventilation, and the lighting, all contribute to the performance and productivity of MSE's employees.
Moreover, Chandra, (2016) in Ghana pointed out that the leader of any organization provides information that is easy for people like me to understand; information that is complete; information in a timely fashion to people like me; information that is relevant to people like me; information to people like me in language that is clear; information that could be verified by an outside source such as an auditor; and information that is reliable”); and (3) Accountability (i.e., “The leader of my organization provides information that can be compared to industry standards; admit mistakes when he or she has made mistakes; presents more than one side of controversial issues; be forthcoming with information that might be damaging to them or an organization; and be open to employees.
The mediation of employee-organization connections was investigated by Kang and Sung (2017) in Korea who looked at how symmetrical employee communication contributes to employee engagement and positive employee communication practices. Employee/internal communication management is linked to employee engagement, and employee engagement improves supportive employee communication behaviors and minimizes turnover intention, according to the findings of this study.Furthermore, the results of the mediation reveal that EORs have a considerable effect on the effects of symmetrical internal communication on employee engagement. 

2.5 
Research Gap

Effective communication plays a great role in promoting employee’s performance and meeting organization goal. Various literature has indicated that effective communication is taken as an incentive to employee that promotes their job performance. Evidence, have been put regarding different studies as elaborated in empirical studies using researchers work such as (Pfeifer and Head, 2018; Harianja, Dewi and Purba, 2017; Harianja, Dewi and Purba, 2017; Coffelt, Baker and Corey, 2016). Although these studies had their scope, they had weaknesses and did not investigate the effect of communication on employee performance in engineering companies in Arusha Tanzania. Hence by doing this study the gap left by other researchers will be filled.
2.6 
Conceptual Framework

A conceptual framework represents the researcher's synthesis of literature on how to explain a phenomenon.The conceptual framework of the researcher is his understanding of how the various components in his study interact.As a result, it reveals the variables that must be included in the study.It serves as a blueprint for the researcher while he or she explores the investigation (Patrick, 2015).As indicated in figure 2.1, communication is an independent variable in this study, whereas employee performance is a dependent variable. 
Independent Variables                                                     Dependent Variables 

Figure 2.1: Conceptual Framework

Source: Researcher (2021)
The relationship between independent and dependent variables is based on the assumption that employees’ performance in terms of higher working morale, commitment to the job and high productivity dependents solely on the type of communication either central or peripheral route.  The assumption is in agreement with the Elaboration Likelihood Model of communication that guided this study.
CHAPTER THREE

RESEARCH METHODOLOGY
3.1
Chapter Overview
This chapter covers the research technique, including research design, study area description, the population of study, sampling design and sample size, data sources, data collection instruments, study reliability and validity, and variables and data analysis. 
3.2 
Research Philosophy

A philosophical foundation is frequently used in social science research to aid in the selection of a suitable approach.Ontology and epistemology are widely used to describe research philosophy, and the philosophical assumptions are largely impacted by the researcher's interpretation of the link between the two (Vveinhardt, ukauskas, &Andriukaitien (2018). Therefore, this study followed the positivism philosophy because it embraces the quantitative research approach. Only knowledge assertions that can be verified directly are authentic, according to positivists, and social investigators should endeavor to comprehend social phenomena from society.It highlights the significance of examining the nature of the interaction between the constructs that make up the elements being studied.
3.3
Research Design

Research design is the framework of research methods and techniques chosen by a researcher. The type of research problem and the data collection tools determine the research design. In other words, research design also determines which tools to use and how they are used (Xie, 2016). A descriptive survey research design was employed in this studyto answer the first, second, and third research objectives. Therefore, a descriptive survey research design was used to achieve the main goal of the study.
3.4 
Description of the Study Area
Thisresearch study wasundertakenin five engineering companies namely; JCP Engineering Co. Limited (Construction Company), Northern Engineering (Electrical Company), Kiure Engineering (Civil and Construction Company), Edmunds Corporate Ltd (Contractors & Engineers Company), and Mkawe Construction (Building Contractor) in Arusha Region. Arusha is a city in Tanzania, East Africa, situated at the foot of the volcanic Mt. Meru. It serves as a gateway to safari areas as well as Africa's tallest peak, Mt. Kilimanjaro, at 5,895 meter. To the west lies Serengeti National Park. Arusha Region is among the regions with many engineering companies thus adequate data about the effect of communication on employee performance were collected. A unique feature of the engineering companies in Arusha is that they are closely located as shown by Arusha Socio - Economic Profile (2016).Thus, the collection of data was easy.This is the reason; the researcher chose the study area.
3.5 
Population of Study

The population, according to Akthar (2016), is the group of people, institutions, or units through which the researcher must generalize his results.  A well-chosen population contains most of the information about a particular population parameter but the relationship between the sample and the population must be such as to allow true inferences to be made about a population from that sample. The target population of the current study includedan employee of the selected engineering companies in the Arusha Region. The total population of an employee from the selected companies is 230 (Human Resource Officers, 2021).
3.6
Sampling Unit, Sampling Frame, Procedure and Sample Size

3.6.1 
Sampling Unit

The sampling frame is the list from which units are drawn for the sample. In this study, the sample were drawn from the following engineering companies in the Arusha Region.
Table 3.1: Sampling Unit
	S/N
	SELECTED COMPANY 

	1
	JCP Engineering Co. Limited

	2
	Northern Engineering Co. Limited

	3
	Kiure EngineeringCo. Limited

	4
	Edmunds Corporate Ltd

	5
	Mkawe ConstructionCo. Limited

	TOTAL 


Source: Researcher (2021)
3.6.2 
Sampling Frame
Cluster sampling strategies were used in this investigation.The population is first divided into groups in the cluster sampling technique.A representative sample of each category is included in the total sample. The members from each group are chosen randomly (Alvi, 2016). The current study used the proportional allocation technique whereby the sample size of a stratum (engineering company) was made proportional to the number of employees present in the company. The sampling technique was used in this study because it guaranteed that employees from each selected company were represented in the sample. 
3.6.3
 Sampling Procedure
In administering cluster sampling, the researcher devided the population into groups. To get the sample, the researcher made sure that respresentative samples from groups were randomly and propotionaly selected. The researcher ensured that all groups were represented in the study. 

3.6.4 
Sample size

Sample size is the number of people or units chosen in which the researcher generalizes the findings. This is because it is not easy for the researcher to include in the study all the population (Taherdoost, 2016). The study sample was calculated using Krejcie and Morgan technique (1970) see appendix I attached. The said technique of calculating sample size is suitable because the current study covered a large population. According to the table, when the population is 230, then the sample size was 144 respondents.
Table 3.2:  Sample Size of Employees in Each Selected Company
	S/N
	Selected Company 
	Population Size
	Sample Size

	1
	JCP Engineering Co. Limited
	38
	24

	2
	Northern EngineeringCo. Limited
	46
	29

	3
	Kiure EngineeringCo. Limited
	54
	34

	4
	Edmunds Corporate Ltd
	42
	26

	5
	Mkawe ConstructionCo. Limited
	50
	31

	Total
	230
	144


Source: Researcher (2022)

3.7 
Sources of Data
Data can be divided into two categories: secondary data and primary data. Both primary and secondary data wereused.
3.7.1 
Primary Data

Primary data is a type of data that is collected by researchers directly from main sources through interviews, surveys, experiments, etc. Primary data are usually collected from the source where the data originally originates from and are regarded as the best kind of data in research (Patrick, 2015).  In this study, primary data were collected instantly from the respondents.
3.7.2 
Secondary Data

Secondary data were gathered from various sources including both unpublished and published spring such as books, journal articles both printed and electronic, research reports, dissertations, seminars, and conference proceedings.
3.8
Data Collection Methods

In gathering information from respondents, closed-ended questionnaires were used. 
3.8.1 
Questionnaires

Employees from the selected engineering companies in Arusha were surveyed using structured questionnaires.According to Thysen et al. (2021), questionnaires have several advantages, including being practical, allowing large amounts of information to be collected from a large number of people in a short time and at a relatively low cost, being able to be completed by the researcher or any number of people with little effect on its validity and reliability, and the results of the questionnaires can usually be quickly and easily quantified by either a researcher or through the use of a so-called questionnaire. 
Structured questionnaires were constructed by the researcher himself. Questionnaires were used because the study involved a large population hence contributing to effectiveness. The structured questionnaires were prepared in the English language then translated into the Swahili language. Questionnaires had five options for respondents to indicate their level of agreement, undecided or disagreement as follows: 1= Strongly Disagree, 2= Disagree, 3= Undecided 4= Agree and 5 = Strongly Agree. 
3.9 
Validity and Reliability

3.9.1 
Validity

Validity, according to Middleton (2020), relates to how well a method measures what it is supposed to measure. If research has high validity that means it produces results that correspond to real properties, characteristics, and variations in the physical or social world. In this study validity of data collection instruments was ensured through expert review. Experts in research including my supervisor went through the questionnaire and gave comments to ensure that the content is well understood and matches with research questions that guide the study. 
3.9.2 
Reliability

Reliability refers to how consistently a method measures something. If the same result can be consistently achieved by using the same methods under the same circumstances, the measurement is considered reliable (Middleton, 2020). In this study, the reliability of data collection instruments was done through pilot study. 
3.10 
Pilot Study 

The researcher conducted a pilot study for 30 respondents who were randomly selected. The aim of pilot study was to examine the reliability of data collection instruments. After the pilot study, data were tested through SPSS to ensure internal consistency using the Cronbach Alpha coefficient. The test yielded Cronbach’s Alpha of .863 forcentral route communication, .884 forperipheral route communication,and .792 for transparency of communication as shown in Table 3.3.
   Table 3.3: Pilot Study Results

	SN
	Variable
	Item
	Cronbach’s Alpha

	1
	Central route communication                                                 
	6
	.863

	2
	Peripheral route communication                                            
	5
	.884

	3
	Transparency of communication
	6
	.792


   Source: Field Data (2021)
3.11 
Data Analysis

Data analysis is the systematic application of statistical and/or logical techniques to describe and display, summarize and assess data.  An essential component of ensuring data integrity is the accurate and appropriate analysis of research findings (Mitzenmacher and Upfal, 2017). In the current study, descriptive statistics such as frequencies and percentages with the aid of   SPSS version 22 were used to analyze the demographic characteristics of respondents.
On the other hand, mean and standard deviation were used to analyze the threeobjectives of the study namely: to examine the effect of central route communication on employee performance in engineering companies, to determine the effect of peripheral route communication on employee performance in engineering companies and to examine the effect of transparent communication on employee performance in engineering companies in Arusha Tanzania.
3.12 
Ethical Considerations
Ethical issues of research adhered to in this study. These issues included; getting data collection permit at the Open University of Tanzania (OUT) and the respective engineering company’s authorities. Furthermore, the researcher ensured that data are collected and used for the study only. The researcher avoided digressing and getting involved in issues that were not relevant to the study and assuring the respondents that questions posed mean for research only and nothing more. The researcher ensured that all respondents voluntarily participated in the study and the information collected was kept confidential.

CHAPTER FOUR

PRESENTATION OF RESULTSAND DISCUSSION 

4.1 
Introduction

This chapter presents interprets data on the effect of communication on employee performance in engineering companies: a case of selected companies in Arusha Tanzania. The researcher presented data through research questions that guided the study. Each research question had corresponding items in the questionnaire which was the major instrument for data collection. A total of 144 questionnaires were issued to respondents, with 141 completed and collected (97.9 percent).
4.2 
Data Interpretation

Interpretation of data has been categorized into two parts. The first section dealt with respondents' demographic traits, while the second section dealt with descriptive statistics.
4.2.1
Data Cleaning 

Before data analysis, data cleaning process was conducted in order to remove incorrect, corrupted, incorrectly formatted, duplicate, or incomplete data within a dataset. The exercise enable the researcher to use only data which were clean for analysis.
4.2.2
Demographic Characteristics of Respondents

Gender, age, marital status, length of service, and degree of education were used to categorize respondents. This was so because it was important to determine the background of those who participated in filling the questionnaire. In terms of the gender of respondents, males were 88 (62.4%) while females were 53 (37.6%) as shown in table 4.1. Therefore, the majority of respondents who filled the questionnaire were males. This gives an expression that male respondents were more involved in engineering companies in the study area.
Table 4.1: Respondent’s gender

	Gender
	Frequency
	Percent

	Female
	53
	37.6

	Male
	88
	62.4

	Total
	141
	100


Source: Field data (2021)

In terms of age, respondent with the age below 30 were 13 (09.2%). Those with the age of 30 to 40 were 61 (43.3%) and those with age above 40 were 67 (47.5%). Therefore, majority of respondents who filled the questionnaire had the age of above 40 as shown in Table 4.2. These findings were important to show that communication in engineering companies affects both female and male employees.
Table 4.2: Respondent’s Age
	Age
	Frequency
	Percent

	Below 30
	13
	09.2

	30 to 40
	61
	43.3

	Above 40
	67
	47.5

	Total
	141
	100


Source: Field data (2021)

Another way of categorizing respondents was marital status. As reflected in the table 4.3, 101 respondents (71.6%) were married and 40 (28.4%) were single. Therefore, majority of respondents who participated in this study were married.These findings imply that communication in engineering companies have an effect in all age range of employees.
Table 4.3: Respondent’s Marital Status
	Marital Status
	Frequency
	Percent

	Married
	101
	71.6

	Single
	40
	43.3

	Total
	141
	100


Source: Field data (2021)

Moreover, the study categorized respondents in terms of length ofthe length of service. This was important to get opinions from different groups with different work experiences.  Findings indicated that among the total respondents who participated in this study, 60 (42.6%) had a work experience of below five years while 81 respondents (57.4%) had a working experience of above five years. Generally, the majority of participants that were tackled in the study had above five years of working, thus, they provided useful information for the study. These findings were important to show that communication in engineering companies affects both married and single employees.
Table 4.4: Respondent’s Length of Service
	Age
	Frequency
	Percent

	Below 5years
	60
	42.6

	Above 5years
	81
	57.4

	Total
	141
	100


Source: Field data (2021)

In terms of the education level of respondents, findings indicated that all respondents had a tertiary level of education as seen in Table 4.5. These findings denote that engineering companies had their own standards when recruiting employees. 
This is because most of the tasks in the engineering companies are technical ones that needs specific skills acquired in colleges and Universties. The implication of the findings is that employees with different working expriencessand educational levels can be affected by the communication strategies used by the engineering companies.
Table 4.5: Respondent’s Level of Education
	Education Level
	Frequency
	Percent

	Primary
	00
	00.0

	Secondary
	00
	00.0

	Tertiary
	141
	100.0

	None
	00
	00.1

	Total
	141
	100


Source: Field data (2021)

4.2.3
Findings for Research Questions 

This part presents the findings from the research questions.  Findings for questionnaire data were analyzed using descriptive statistics. Descriptive analysis of research questions was meant for the determination of the perception of respondents regarding various aspects under investigation. This was guided by the three research questions in which responders were to mark their level of agreement or disagreement with the respective questionnaire items. 
Research Question 1: What is the effect of central route communication on employee performance in engineering companies in Arusha Tanzania?
Under this research question, the researcher examined the effect of central route communication on employee performance in engineering companies in Arusha Tanzania. Respondents were to respond by ticking most appropriate option ranging from 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4= Agree, 5= Strongly Agree. Scale of mean score interpretation was as follows: 

Strongly disagree was defined as a mean score of 1 to 1.80.

The mean scores ranged from 1.81 to 2.60, indicating disagreement. Neutral/ Undecided was assigned to mean values ranging from 2.61 to 3.40. Mean scores of 3.41 to 4.20 were considered agreeable, while mean scores of 4.21 to 5.00 were considered very agreeable. While it was important to identify effect of central route communication on employee performance in engineering companies, respondents had to respond to six items in the questionnaire under this section. Table 4.6 presents the findings for research question one.
Table 4.6: Effect of Central Route Communication on Employee Performance
	Item
	N
	Mean
	St. Deviation
	Interpretation

	Employees are highly involved in communication
	141
	3.48
	.67531
	Agree

	Employees are motivated by the type of communication
	141
	4.12
	.73443
	Agree

	Authenticity and facts are communicated to employees
	141
	4.33
	.78411
	Agree

	Compelling arguments are communicated to employees
	141
	3.96
	.82182
	Agree

	A strong message is communicated to employees
	141
	3.70
	.87923
	Agree

	Convincing message is communicated
	141
	     2.74
	           .79713
	              Undecided

	 N 
	141
	
	
	


Source: Field data (2021)
As reflected in Table 4.6, respondents had varying views about the effect of central route communication on employee performance in engineering companies in Arusha Tanzania. Specifically, respondents agreed that central route communication on employee performance since employees are highly involved in communication with the mean score of (3.48) employees are motivated by the type of communication (4.12), authenticity and facts are communicated to employees (4.33), compelling arguments are communicated to employees (3.96) and that a strong message is communicated to employees (3.70). These findings imply that central route communication affects employee performance in the study area.However, with a mean score of 2.74, respondents were undecided about whether or not a convincing message is communicated.
These findings respond to those of Femi (2014) who investigated the impact of communication on workers’ performance in engineering companies in Lagos, Nigeria. The results found that a relationship exists between effective communication and workers’ performance, productivity, and commitment.  The study recommended that managers will need to communicate with employees regularly to improve workers' commitment and performance.  
Coffelt, Baker, and Corey (2016) investigated business communication patterns from the perspective of employers.The study discovered that the way employees engage in the workplace is a product of the overall organization's communication tactics. Therefore, the quality of what is done in an organization depends on communication. The findings suggest that communication needs to be effective for effective employees’ performance.Managers and supervisors in the organization must use effective communication to motivate employees and maintain strong working teams.  From time to time, managers should analyze to see the effect of their communication strategies to whether they are effective or not. Any identified challenges in communication should be timely and effectively addressed. Employees should be part of the communication analysis at all levels.
On the other hand, Jacobs, Yu, and Chavez (2016) when examining the effect of internal communication and employee satisfaction on supply chain integration in Chinese engineering companies, revealed that internal communication has a significant positive effect on employee performance and that internal communication and employee performance significantly influence internal integration, which subsequently affects external integration. Furthermore, the results reveal that employee performance partially mediates the relationship between internal communication and internal integration. This shows how communication is essential in engineering companies.
Research Question 2: What is the effect of peripheral route communication on employee performance in engineering companies in Arusha Tanzania?

In this research question, the researcher examined the effect of peripheral route communication on employee performance in engineering companies in Arusha Tanzania. Respondents were to respond by ticking most appropriate option ranging from 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4= Agree, 5= Strongly Agree. The scale of mean score interpretation was as follows: 

Strongly disagree was defined as a mean score of 1 to 1.80.

The mean scores ranged from 1.81 to 2.60, indicating disagreement. Neutral/ Undecided was assigned to mean values ranging from 2.61 to 3.40. Mean scores of 3.41 to 4.20 were considered agreeable, while mean scores of 4.21 to 5.00 were considered very agreeable. The findings for research question two are presented in Table 4.7.
Table 4.7: Effect of Peripheral Route Communication on Employee Performance
	Item 
	N
	Mean
	St. Deviation
	Interpretation

	Employees are given interesting message
	141
	2.48
	.83904
	Disagree

	Employees are given attractive message
	141
	2.56
	.81360
	Disagree

	Communication changes the attitude of employee’s behaviors towards work
	141
	3.82
	.92012
	Agree

	Communication changes the belief of employee’s behaviors towards work
	141
	3.94
	.70081
	Agree

	Employees are given fame and popular message
	141
	3.60
	.88626
	Agree

	 N 
	141
	
	
	


Source: Field data (2021)
Table 4.7 presents findings about the effect of peripheral route communication on employee performance in engineering companies in Arusha Tanzania. There were varying views on how peripheral route communication affect employee’s performance in engineering companies in the study area. Specifically, respondents agreed that communication changes the attitude of employee’s behaviors towards work with the mean score of (3.82), communication changes the belief of employee’s behaviors towards work (3.94) and that employees are given fame and popular message (3.60). 
Findings further revealed that respondents disagreed that employees are given interesting message with a mean score of (2.48) and that employees are given attractive message (2.56) respectively. These findings suggest that despite the fact there is an effect of peripheral route communication on employee performance, employees are not given interesting message and employees are not given attractive message.
Linton, et al. (2016) investigated early workplace communication and problem-solving to avoid back disability: results of a randomized controlled study among high-risk workers and their supervisors. Findings found that communication is one of the essential aspects within any organization since it is useful daily. Different people within an organization communicate to achieve their objectives.  
The study further pointed out that people in the organization since communication is a knowledge-sharing platform Due to the development of technology and cultural diversity, communication become a vital and a necessary instrument within an organization. This gives an expression that without communication, organizations cannot build strong working teams thus cannot achieve their objectives. 
Moreover, Pfeifer and Head, (2018) indicated that in order for an organization to have organized plans and actions, communication should be part of the day-to-day activities. The power of communication in a company is that it is able to connect between one individual and the other. The study further indicated that communication specifically the effective communication is what assures the survival of any organization. managerial and administrative tasks solely depend how individuals communicate within an organization.
Research Question 3: What is the effect of transparent communication on employee performance in engineering companies in Arusha Tanzania?
The researcher examined the effect of transparent communication on employee performance in engineering companies in Arusha Tanzania. Respondents were to respond by ticking most appropriate option ranging from 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4= Agree, 5= Strongly Agree. The scale of mean score interpretation was as follows: 
Strongly disagree was defined as a mean score of 1 to 1.80.The mean scores ranged from 1.81 to 2.60, indicating disagreement.Neutral/Undecided was assigned to mean values ranging from 2.61 to 3.40.Mean scores of 3.41 to 4.20 were considered agreeable, while mean scores of 4.21 to 5.00 were considered very agreeable. Table 4.8 displays the outcomes of research question two.
Table 4.8: Effect of Transparent Communication on Employee’ Performance
	Item
	N
	Mean
	St. Deviation
	Interpretation

	Transparent communication improves confidence among employees
	141
	4.42
	.74438
	Strongly Agree

	Transparent communication improves trust among employees
	141
	4.61
	.86513
	Strongly Agree

	Transparent communication foster employees’ work engagement
	141
	3.98
	.91154
	Agree

	Transparent communication ensures that employees feel respected
	141
	4.33
	.87932
	Strongly Agree

	Transparent communication improves employees’ work commitment
	141
	3.50
	.80035
	Agree

	Transparent communication changes the employees’ attitude towards work
	141
	4.74
	           .79620
	Agree

	 N 
	141
	
	
	


Source: Field data (2021)
As reflected in Table 4.8, respondents had different opinion about effect of transparent communication on employee performance. The overall mean score was between 3.41 and 5.00 denoting agree and strongly agree. Specifically, findings revealed that respondents strongly agreed that transparent communication has an effect on employee’s performance as improves confidence among employees with the mean score of (4.42) and that transparent communication improves trust among employees (4.61) respectively. 
Furthermore, findings found that respondents agreed that transparent communication foster employees’ work engagement with the mean score of (3.98), transparent communication improves employees’ work commitment (3.50) and that transparent communication changes the employees’ attitude towards work (4.74) respectively. These findings give an expression that employees were aware of the importance of transparent communication towards their performance. 
Kang and Sung (2017) probed how symmetrical employee communication leads to employee engagement and positive employee communication behaviors: The mediation of employee-organization connections and found similar results. Employee/ internal communication management is linked to employee engagement, and employee engagement boosts supportive employee communication behaviors and lessens turnover intention, according to the findings of this study. 

Furthermore, the results of the mediation reveal that EORs have a considerable effect on the effects of symmetrical internal communication on employee engagement. Furthermore, Harianja, Dewi and Purba (2017) pointed out three roles of communication on employee’s performance in a company. First is the informative role. Under this aspect, the function of communication is to make sure members of the organization have the intended information (message). The information given in this role helps employees to their day-to-day roles. For instance, instructions receive from their supervisors. Through this kind of communication, the management ensure that all necessary information is communicated to the employees. There are various ways that facilitate this informative role such as meetings as well as various reports produced from time to time in the departments or sections. These meetings and reports are essential to show the progress and the challenges encountered so that they are timely addressed.
The second is the command and regulative role. This kind of communication includes the general way in which the company communicates to employees. There are many ways in which this kind of communication can be facilitated. One of the methods is through the organizational policies, organizational structures, rule and regulations of the organization and a like. In order to ensure that the organization information is communicated to all employees, effective communication is required. The management normally find suitable ways to ensure that organization’s information reach the employees on time and correctly.  This is because the information contains what is expected by the employees from the employer. Under this aspect, without effective communication, organizations mission and vision can easily be achieved (Harianja, Dewi&Purba, 2017).
The third role is persuasion. Pfeifer and Head, (2018) argues that this is a persuasive role oof communication which is operated within the organization in order to ensure that employees ‘message or information reaches their supervisors or managers. This kind of communication is important to bring the balance in communication between the employees and managers. This is important to be done in all organizations because sometimes managers tend to command what to be done by the employees thus this creates a means of two-way traffic means of communication within the organization. Through this balanced communication, employees and employers (managers and supervisors) maintain good relationship thus promote employee’s performance.

CHAPTER FIVE

CONCLUSIONS AND RECOMMENDATIONS

5.1 
Introduction

This study presents summary, conclusions and recommendations.

5.2 
Summary 

Findings from this study revealed that central route communication had an effect on employee performance in engineering companies in Arusha Tanzania because employees are highly involved in communication, they are motivated by the type of communication, authenticity and facts are communicated to employees, compelling arguments are communicated to employees and that a strong message is communicated to employees. Findings further indicated that peripheral route communication had an effect on employee performance in engineering companies because communication changes the attitude of employee’s behaviors towards work, itchanges the belief of employee’s behaviors towards work. It was further revealed that respondents strongly agreed that transparent communication has an effect on employee’s performance as improves confidence among employees, improves trust among employees, foster employees’ work engagement, improves employees’ work commitment and changes the employees’ attitude towards work.
5.3 
Conclusions

Based on research findings presented in chapter four above, the following are the conclusions made;

First, the study concluded that central route communication was an essential tool for employee’s performance due to its tendence of highly involving employees in communication, communicating strong, authenticity, facts and strong messages to the employees which in turn promoted their performance.
Second, it was concluded that peripheral route communication was necessary aspect for employee’s performance in engineering companies in Arushaas it facilitated change of the attitude of employee’s behaviors towards work, change of the belief of employee’s behaviors towards work as well as giving fame and popular message to emloyees. All these boosted employees performance.
Third, the study concluded that transparent communication has an effect on employee’s performance due to the fact that improves confidence among employees, improves trust among employees, foster employees’ work engagement, improves employees’ work commitment as well as changes the employees’ attitude towards work.
5.4 
Recommendations
From the conclusions made above, recommendations were made that;

First, the recommendation was made that in order to boost employees performance in engineering companies in Arusha, central route communication need to be improved especially, engineering companies in the study area should make strategies on how to involve more employees in communication, instance on communicating strong, authenticity, facts and strong messages to the employees as an essential tool for employees performance.
Second, the study recommended that peripheral route communication should be improved to foster employee’s performance in engineering companies in Arusha. Strategies like conducting training  among employees on how communication can be used to change their attitude and belief of behaviors towards work should be strengtherned. All these will inturn enhance employees performance in engineering companies.
Third, It was further recommended that since transparent communication has an effect on employee’s performance, those who are involved in communication engineering companies in Arusha should build the culture of transparency in their communication. This inturn will promote trust among employees thus their performance will be guaranteed.
5.5 
Areas for Further Research 
This study looked at the impact of communication on employee performance in engineering firms, with a focus on a few firms in Arusha, Tanzania.More research can be done to see how communication affects employee satisfaction at work. Also, further research can be done in other sectors such as tourism, education, health, and alike.
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APPENDICES
Appendix I: Questionnaires 
Dear respondent, I am Mr. Sikutegemea Damian from the Open University of Tanzania conducting a research study entitled “The Effect of Communication on Employee Performance in Engineering Companies: A Case of Selected Companies in Arusha Tanzania” You have been selected to be among the participants in this study by providing information on how best the items represent your opinion.  Kindly be assured that the responses you provide will be treated with the utmost confidentiality. As a result, do not include your name in this survey.Additionally, you can rely confidently upon that the informationprovided will only be utilized for scholarly purposes.
PART A: DEMOGRAPHIC INFORMATION
1. Gender: Male (   ) Female  (   )    

2. Age:  Below 30 (   ), 30 – 40 (   ), Above 40 (    ) 

3. Marital status:     Married  (   ) Single (  ) 
4. Length of service in the department: Below 5 years (   ) Above 5 years (   ) 

5. Education level:    Primary (   ) Secondary (      ) Tertiary (    )   None (   )
PART II:  EVALUATION OF COMMUNICATION IN YOUR COMPANY

Please rate each of the following statements regarding the quality of central route communication in your company by using the following guideline (1=strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree). Please cycle the responses that apply to your opinion)
	
	Items 
	Responses 

	1
	Employees are highly involved in communication
	1
	2
	3
	4
	5

	2
	Employees are motivated by the type of communication 
	1
	2
	3
	4
	5

	3
	Authenticity and facts are communicated to employees
	1
	2
	3
	4
	5

	4
	Compelling arguments are communicated to employees 
	1
	2
	3
	4
	5

	5
	A strong message is communicated to employees 
	1
	2
	3
	4
	5

	6
	Convincing message is communicated and can change behaviour and attitudes of employees 
	1
	2
	3
	4
	5


Please rate each of the following statements regarding the quality of peripheral route communication in your company by using the following guideline (1=strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree) (Please cycle the responses that apply to your opinion)
	
	Items 
	Responses

	1
	Employees are given interesting message 
	1
	2
	3
	4
	5

	2
	Employees are given attractive message as possible to attract their attention
	1
	2
	3
	4
	5

	3
	Communication changes the attitude of employee’s behaviours towards work 
	1
	2
	3
	4
	5

	4
	Communication changes the belief of employee’s behaviours towards work 
	1
	2
	3
	4
	5

	5
	Employees are given fame and popular message
	1
	2
	3
	4
	5


Please rate each of the following statements regarding transparency of communication in your company by using the following guideline (1=strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree) (Please cycle the responses that apply to your opinion).
	
	Items 
	Responses

	1
	Transparent communication improves confidence among employees
	1
	2
	3
	4
	5

	2
	Transparent communication improves trust among employees
	1
	2
	3
	4
	5

	3
	Transparent communication foster employees’ work engagement
	1
	2
	3
	4
	5

	4
	Transparent communication ensures that employees feel respect by their employers
	1
	2
	3
	4
	5

	5
	Transparent communication improves employees’ work commitment 
	1
	2
	3
	4
	5

	6
	Transparent communication changes the employees’ attitude towards work
	1
	2
	3
	4
	5


Appendix II: Table of Action 
	Activities
	Dates (Year, 2021 -2022)

	 
	May, 2021


	June-Sep, 2021


	Nov-Dec 2021


	Jan-May 2022


	July,2022


	Aug,2022



	Topic Preparation 
	 
	 
	 
	 
	 
	 

	Proposal Preparation 
	 
	 
	 
	 
	 
	 

	Data collection & Analysis 
	 
	 
	 
	 
	 
	 

	Research Report Preparation & Defense
	 
	 
	 
	 
	 
	 

	Research Report Defense  
	 
	 
	 
	 
	 
	 

	Submission
	
	
	
	
	
	


Source: Researcher (2022)

Appendix III: Table for Determining Sample Size
	Population Size
	Sample Size
	Population Size
	Sample Size
	Population Size
	Sample Size

	10
	10
	220
	140
	1200
	291

	15
	14
	230
	144
	1300
	297

	20
	19
	240
	148
	1400
	302

	25
	24
	250
	152
	1500
	306

	30
	28
	260
	155
	1600
	310

	35
	32
	270
	159
	1700
	313

	40
	36
	280
	162
	1800
	317

	45
	40
	290
	165
	1900
	320

	50
	44
	300
	169
	2000
	322

	55
	48
	320
	175
	2200
	327

	60
	52
	340
	181
	2400
	331

	65
	56
	360
	186
	2600
	335

	70
	59
	380
	191
	2800
	338

	75
	63
	400
	196
	3000
	341

	80
	66
	420
	201
	3500
	346

	85
	70
	440
	205
	4000
	351

	90
	73
	460
	210
	4500
	354

	95
	76
	480
	214
	5000
	357

	100
	80
	500
	217
	6000
	361

	110
	86
	550
	226
	7000
	364

	120
	92
	600
	234
	8000
	367

	130
	97
	650
	242
	9000
	368

	140
	103
	700
	248
	10000
	370

	150
	108
	750
	254
	15000
	375

	160
	113
	800
	260
	20000
	377

	170
	118
	850
	265
	30000
	379

	180
	123
	900
	269
	40000
	380

	190
	127
	950
	274
	50000
	381

	200
	132
	1000
	278
	75000
	382

	210
	136
	1100
	285
	100000
	384


Source: Krejcie and Morgan (1970)
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was however replaced by the Open University of Tanzania Charter of 2005, which became 
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THE OP EN  U N I V ER SI TY  OF  TA N Z A N I A   DIREC T O R A T E   O F   P OSTG R A D UA T E   STUD I E S             REF: PG201985724                                                                                  26 th   A ugu st , 2021   City Director,  Dar es Salaam City Counci l ,             P.O.BOX 20950,  DAR ES SALAAM   RE: RESEARCH CLEAR A N C E   The Open University of  T a nz ani a  w as   es t ab l i s hed  by   an  ac t   o f   Par l i am ent   N o.17   of   199 2,  w hi ch   become operational on the  1 st   Ma r ch 1993 by  publ i c n ot i ce  N o. 55 i n  t he of f i ci al   G az et t e.  T he Ac t   was however replaced by   t he   O pen  U n i v er si t y   of   T anz an i a  C h ar t er   of   2005 ,  w hi ch   bec am e   operational on 1st January   2007.  I n  l i ne  w i t h  t he  C har t er ,  t he  O pen  U n i v er si t y   m i ss i on   i s  t o   generate and apply knowledg e t hr oug h r e se a r ch.    To facilitate and to simplif y   r es ea r ch  p r oc es s  t he r e f or e,  t h e  a c t   em pow er s   t h e  V i ce   C han ce l l o r   of   the Open University of T a nz ani a  t o  i s sue   r es ea r ch  c l ea r a nce ,  o n  beh al f   of   t he  G ov er nm ent   of   Tanzania and Tanzania Com m i ss i on  f or   S ci e nce   a nd  T e chno l og y ,  t o  bot h  i t s   s t a f f   and  st ud ent s   who are doing research  i n  T anz an i a.  W i t h  t hi s  br i e f   b ac k g r ound,  t he  pur p ose   o f   t hi s  l et t er   i s  t o   introduce to you Ms. Tunu ki w a  K .  K av ana,  R eg  N o :   P g 201 9 85724 ,   pu r s u i ng   M as t e r   of   Pro j e ct   Management (MPM). We  her e by   g r an t   t h i s   cl ea r anc e  t o  co nduc t   a   r e se a r ch   t i t l ed   “ E val ua t i on  o f   the impact of force accou nt on t h e per f or m anc e   o f   proj e ct s   i n T anz ania :  A  c ase  s t ud y o f  D a r   es Salaam City Council . ”   Sh e  w i l l   col l ec t   he r   d at a  i n  y our   C ounci l   be t w ee n  1 st   t o  17 th   September, 2021.   In case you need any fur t her   i n f or m at i on,  k i ndl y   do  not   hes i t a t e  t o  con t a c t   t h e  D eput y   V i c e   Chancellor (Academic) of   t he  O p en  U ni v er si t y   of   T a nz ani a,  P.O .B O X   2340 9,  D ar   es   Sa l aa m .  Tel: 022-2-2668820. We  l as t l y   t h ank   y ou  i n  adv anc e  f or   y our   as sum ed  coope r at i on  a n d   facilitation of this research  ac ade m i c a ct i v i t y .    Yours Sincerely, 

 

Prof. Magreth Bushesha 
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REF. NO. HMW/SMJ/U/11/VOL.VII/243    15th September, 2021 
 
Deputy Vice Chancellor (Academic) 
The Open University of Tanzania 
P. O. Box 23409 
DAR ES SALAAM 
 
RE:  DATA COLLECTION PERMISSION FOR ACADEMIC PURPOSE 
 
Please refer to your letter with Ref: PG201801368 of 25th August 2021 on the above 
captioned matter. 
 
1. With this letter I would like to inform you that I have received a letter of Research 



Clearance introducing Mr. Sikutegemea Damian to collect on Research titled: “The 
Effect of Communication on Employee Performance in Engineering Companies: A 
Case of Selected Companies in Arusha Tanzania”. 
 



2. Therefore, be informed that, the mentioned above student has been permitted to collet his 
data in Simanjiro District on mentioned research title and duration s well as assurance of 
required cooperation. 



 
3. I humbly submit this letter for your further action. 
 
Your faithfully, 
 
 
 
 
 
 
 
 
COPY:  - Please consult DCDO, WEOs and Word CDOs 
Sikutegemea Damian 
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